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Problem
2017 the North England Conference administrators evaluated my ministry, and
although they were satisfied with my work, the feedback from some of the church
members indicated dissatisfaction. It was evident that the diverse ethnic and cultural
groups had different expectations of the role and responsibility of the pastor. It was
difficult for me to do fulfill all their expectations.

Method
The research method employed in the design of this project was a qualitative one.
It explored the question under examination by using semi-structured interviews,
questionnaire, mentorship training, discussions, pastors’ expectations, and cultural
intelligence seminars. The semi structured interview and questionnaire was designed by
the researcher and approved by the project supervisor and the mentor. Most of the data
was collected by the two selected interviewers from Kingstanding and Perrybeeches
congregations. The questionnaires and the semi-structured interviews were particularly
used to enable the researcher to gather significant information from the members of the
congregations quickly and cheaply. They were used to reduce the demands on the
members time and to produce an efficient data analysis. The advantage of using
questionnaires and semi-structured interviews is that they provided current information,
although the disadvantage is that it cannot always be assumed that an accurate answer has
been given.

Results
The results from the findings overwhelmingly revealed that the members from the
different cultural groups in both congregations believe that the pastor should be
knowledgeable about the cultural background of the various cultures and be extremely
culturally intelligent. It also revealed that both the members and the pastor should
increase their cultural intelligence. Additionally, it also shows that there are more
similarities than differences in expectation. However, the differences that exist is
significant in that it explains that culture can have a greater influence on expectations.
The data shows that the discussions from the seminars reveal that some of the leadership
team members and the participants have grown in their awareness and understanding of
the different cultures and have become more culturally intelligent. The result is not in line

with what the researcher predicted because of the commonality in the global Adventist
teachings there would invariably be uniformity in behavior and practice in our local
congregations. However, this study has shown the contrary and has highlighted that
though Adventist doctrines are the same worldwide, cultural differences can affect
expectation. The results have shown that even among people of the same religious
persuasion where things on the surface appears to look the same there can be some
distinct differences.

Conclusion
The study has revealed that often members perceive that a pastor can fulfill their
expectation. However, it is evident from this study that it is often that many of the
members are not cognizant of the challenges that the pastor has does not allow him or her
to be able to manage all of the various cultural groups in the congregations. Therefore,
there is a need to develop through training others local leaders who can assist in
managing the expectation.
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CHAPTER 1

INTRODUCTION
Britain in recent times has been experiencing significant changes in its cultural
composition because of the relocation of many migrants from various countries.
Currently it is becoming more of a multi-ethnic multi-cultural constituency. The
Seventh-day Adventist (SDA) Church in general has also been affected by such
changes and many of the congregation’s makeup are culturally diverse. This project
aims to ascertain the management of the cultural expectations that different cultural
groups in two congregations namely: Kingstanding and Perrybeeches in Birmingham
England where I am currently the pastor. The project sought to address the question as
to whether these different cultural groups have the same or different expectations of
the pastor and to understand the best way to manage these expectations. The project is
significant because the effects of this rapid cultural shift in these multi-ethnic-multicultural congregations are under-researched. It was hoped that the result from this
project would contribute to understanding how such congregations’ expectations
should be managed.
This study is divided into six chapters. This first chapter introduces the reader
to the ministry context. It will give an overview of the development and process of the
project. The second chapter will explain the theological underpinnings of the research.
The third chapter will review recent and relevant literature. The fourth chapter will
show the development of the project. The fifth chapter will describe the process of
implementation and finally, chapter six will describe the emerging themes derived
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from the data, interpret, and evaluate them by using the appropriate conceptual and
theoretical insights and suggest some recommendations for further studies.

Description of Ministry Context
The setting for this project is in the North side of Birmingham, England, in the
North England Conference of Seventh-day Adventists. Birmingham is the second
largest city in England. The five yearly censuses say that half the people in
Birmingham are foreign born. They say that White Britain’s will soon be
outnumbered as the city begins to swell with residents from Africa and the Middle
East. There are people from roughly 200 countries living in Birmingham of which
immigrants make up 60% of Birmingham’s population, and hence, it is called a
symbol of multiculturalism.
As mentioned above, the racial composition has shifted and many of the
congregations that mainly consisted of Caribbean Blacks and White English have
become more culturally diverse. This shift from bi-racial to a multi-racial
congregation raises the question of whether different cultural groups have different
expectations of their Pastor and what is the best way to exercise pastoral leadership in
such a context. Professionals from all over the world were recruited to meet the
shortage of labor in Britain. They included individuals from India, Eastern Europe,
Nigeria, Rwanda, Zimbabwe, Congo, and Jamaica. The district consists of three
congregations, namely Yardley, Kingstanding, and Perrybeeches, but the focus will be
on the latter two. Kingstanding and Perrybeeches consist of 30 and 130 members
respectively and are located on the north side of Birmingham.
As it is imperative that I locate myself in the context of the study, I am a black
male, married, with two girls, was born in Kingston, Jamaica, and lived there for the
first seven years with my paternal family. At the age of 16 I relocated from the parish
2

of Kingston to the parish of St. James and lived about 15 miles from Montego Bay. I
then spent nine years living with my maternal grandmother, who was a devout
Seventh-day Adventist. It was during my time with her that my spiritual
understanding began to be opened to the scriptures and contributed to being baptized
in 1978. Consequently, it was in the same year that I immigrated to England to join
the rest of my family who were there from 1965. I have been an Adventist for 44
years and a pastor for 30 years. I studied at Newbold College and at the Theological
Seminary in Andrews University. I then entered fulltime pastoral ministry in 1992 and
have been ordained since 1999. I have ministered in 25 congregations and served as
the Youth Director of the North England Conference. I have conducted a seminar in
Newbold College and have lectured at the Adventist Theological Seminary in
Jamaica, Northern Caribbean. Since the implementation of the project, I have
relocated to two other congregations.

Statement of the Problem
I was interviewed by the Executive and Ministerial Secretaries of the North
England Conference during an evaluation of my ministry which they found to be
satisfactory. However, the feedback from some of the church members indicated
aspects of dissatisfaction with my ministry. Some members from the church that is
predominantly Caribbean noted on the feedback evaluation sheet that their pastor had
spent more time with the other church members that is predominantly African.
Interestingly, some members from the predominantly African church said the
opposite: that the pastor spent more time in the predominantly Caribbean church. It
is evident that each cultural group expected the pastor to prioritise them above the
other.

3

This concern of the two groups, would require that the pastor schedule with
each church is transparent and fair to clarify any doubt the conference may have of
my ministry.

Statement of the Task
The task of this project was to design, develop, implement, and evaluate a
strategy to manage the church members’ expectations of the pastor’s work in
Kingstanding and Perrybeeches congregations in Birmingham.

Delimitations of the Project
The project will be limited in some important ways. Whereas I was the pastor
of three congregations in Kingstanding, Perrybeeches, and Yardley, it was decided
that the project would only be done in the first two named above congregations. The
rationale was that it would be easier to manage the data and the human resources in
two congregations than to do so in three. The cultural groups on which the project
focused were African and Caribbean.
The number of white members in each congregation was statistical
insignificant and was therefore excluded from the study.

Description of the Project Process
The project process included identifying and underpinning a theological
foundation, reviewing relevant literature, developing and implementing an
intervention, and then collecting the data and reporting the results within an
appropriate research method.
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Theological Reflection
In providing a theological foundation for the pastoral expectation, the
following areas were considered. For obvious reasons, both the Old and New
Testament books of the Bible were consented and explored. The reason was that these
two books are saturated with information regarding the expected role of the pastors.
For example, the pastor can assume the role of priest and shepherd in the Old and
New Testaments respectively. The primary role of the priest was to teach God’s law
and the shepherd was to display love, mercy, discipline, care, and compassion. A
significant role of the priest was to facilitate and ensure Israel’s access to God,
because without the role of the priests the people of Israel could not approach God
directly. In general, most biblical scholars agree that the word shepherd means pastor,
and the NT texts provide an important basis for understanding the office and function
of the pastor. Another NT imagery that is very evident for those who serve their
churches is that of elders or pastors. The NT suggests that elders/pastors lead their
churches by exercising general oversight. Additionally, it reveals four distinctive roles
of the pastor, which are as follows: to preach and teach, to protect the congregation,
direct or lead the congregation, to equip the members for ministry. The role of pastor/
shepherds therefore extends much beyond caring for the sheep. It also involves
leadership which includes, “the elders who direct the affairs of the church well” (1
Tim 5:17).

Literature Review
The literature review examined a range of themes that impact on and underpin
information pertaining to this study. Some of the themes contained in the literature
included a history of Black Christianity in Britain. The development of Black
Christianity in Britain, which now includes the Adventist Church revealed that Black
5

Christianity was a result of the Post World War 2 migration of Black people from two
main Black Christian groups—the Caribbean and Africa. Second, the relationship
between a leader and expectation was explored in the work of Cole(1999). He
believes that “when a person assumes a leadership role, followers have certain
expectations regarding a leader’s performance toward achieving team goals” (9). This
was surveyed in the context of Caribbean and African leaders. Third, much attention
was given to the topic of cultural intelligence which most work on this topic was
attributed to Livermore (2010) who remarked that “cultural intelligence provides a
useful coherent approach to account for the internal and external dynamics that occur
in cross-cultural interactions” (19). Finally, the literature review helped to gain
insights that will help to solve the problem that is addressed in this project.

Development of the Action Plan
The completion of the Theological Reflection and literature review prompted
the development of the strategy for the intervention of the project. The
implementation was divided into three phases: first, the organization of a multicultural
leadership team, second, carry out training and mentoring of selected members in
leadership, and third, delegate responsibility to selected individuals in the group. The
key issue in the development of the action plan was to ensure that the culturally
diverse team was to be effectively trained to have a working understanding of what it
means to be culturally intelligent. The reason is that often cultural intelligence is not
generally understood within a multicultural setting. Hence, there was a need for
proper training in cultural intelligence because it is shown to be essential for harmony
within a multicultural church. Therefore, cultural intelligence seminars were held to
ascertain how the pastor functions interactively among the various cultural groups. A
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key objective of the seminars was to encourage a cultural understanding and to foster
better relationships among the membership.

The Intervention of the Project
The structure of the intervention was underpinned by the focus of the project.
The project focused on how to manage pastoral expectations in a multicultural church.
As a result, it was implemented in three phases. The first began with forming a
multicultural leadership team, chosen from the two congregations. This was informed
by my five years as the pastor of the congregations of the different cultural groups,
which gave a working understanding in selecting each individual for their role in the
team. The rudimentary skills of mentoring within the context of cultural intelligence
would be disseminated to the mentees. The aim therefore was for incorporating
mentoring in the project to ensure there was someone in each congregation who had
an eye on the importance of cultural intelligence in a multicultural congregation.

Research Methodology
To evaluate the intervention of the project, ascertaining the thoughts and
feelings of the participants were essential. A qualitative approach was employed, with
the main instruments used to gather the data being questionnaires, semi-structured
interviews, mentoring training, and seminar discussions after training. The data was
then passed on to the researcher and was analyzed and evaluated using what is known
as content analysis. The analysis themes emerged which informed a narrative in
chapter six. Conclusions were deduced from the analysis of the data, with the
conclusion from the whole project along with the recommendation for further
research constituted the contents of chapter six.
It is important at this point to outline and define certain terms in this study.
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Defining the Terms
Culture
Culture requires a definition. Aylward Shorter (1994, 10-20) describes culture
as a comprehensive concept, which embraces all individuals acquire or learn as
members of a human society. He suggests that one of the functions of culture is to
help people relate cognitively, affectively, and behaviorally experience. He continues
by saying that “culture offers a pattern of meanings embodied in images or symbols.”
In Shorter’s views these images control the individual’s perception of reality. He adds
that culture results in the creation of a group and of adaptive strategy for living and
surviving. Marvin Mayers (1987, 30-35) amplifies Shorter’s definition and states that
“culture is everything that is a part of one’s everyday life experience. It includes
tangibles such as food, shelter, clothing, literature, art, music, etc., and intangibles
such as hopes, dreams, values, rules, space relationships, language body movements,
and others.

Multiculturalism
Multiculturalism is another significant term in this study. Oscar Romo (1987,
30-35) describes multiculturalism as a situation that is influenced by several cultures
but which has no predominant or prevalent culture. It might be argued that
multiculturalism is in a sharp contrast to cultural assimilation, which assumes the
dominance of one group over another.

Cross Culture
Cross-cultural is another term that is germane to this thesis. Cross-cultural
refers to any person or churches that is made up of variety of cultural groups and
desires to reach out to people of all backgrounds including those that are different
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from the culture that makes up the largest numbers of the congregation. David HesselGrave (1987,10) describes cross culture as the attempt to bridge gaps or divisions that
result from sub-cultural and large cultural differences.

Ethnocentrism
David Popenoe (2000) describes Ethnocentrism as “the tendency to evaluate
other cultures in terms of one’s own and automatically evaluates one’s own culture as
superior” (65). The tendency to look at the world primarily from the perspective of
one’s own culture.
Cultural Intelligence
Brooks Peterson (2004) describes cultural intelligence as the ability to engage
in a set of behaviors that uses skills (i.e.), language, or interpersonal skills and
qualities, (e.g., tolerance for ambiguity, flexibility) that there are tuned appropriately
to the culture-based values and attitudes of the people with whom one interacts.
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CHAPTER 2

THEOLOGICAL FOUNDATION FOR PASTORAL
ROLE EXPECTATION

Introduction
In general, theologians concur that theology is what is known about God
through self-disclosure and primarily through scripture. According to Graham,
Walton, and Ward (2005, 5) theological reflection enables the connections between
human dilemmas and divine horizons to be explored. The Bible is saturated with
information regarding the role and expectation of a pastor; hence, to ascertain what is
expected of a pastor, it is imperative that the relevant portions of scripture be
searched.
This chapter aims to lay a biblical and theological foundation for the role and
expectation of the pastor’s work. The chapter will be divided into four sections:
(1) first, the role expectations of priest and shepherds in the OT, (2) second, an
examination of the pastor’s role, function, and expectation as seen in the NT, (3) third,
the pastoral function and recommendation as outlined in the Seventh-day Adventist
Minister’s Manual, and finally, (4) an investigation of what Ellen White has to say
about the pastor’s role and function.
The reason I chose to use the metaphor of priest and shepherd as pastor as
opposed to using king and prophets is as follows: the role of the priest in the
scriptures represents mankind before God had instructed the people in God’s law
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concerning conduct and worship (Deut 33:11). In general, it is agreed that the word
pastor is translated shepherd as it works well within the context of this study, better
than any other terminology. In the Bible, the shepherd's duties in both OT and NT
include leading the sheep, ensuring the security of the sheep, checking on the health
of the sheep, particularly the most vulnerable and tender ones. The biblical imagery of
kings and prophets do not carry the same weight because of responsibility. The
Hebrew understanding the role of the king, during the time of war, was twofold: first,
he led the people into battle (1 Sam 11:5-7), second, he should always execute
judgment and justice to bring about peace (1 Sam 8:20). The Bible delineates that a
prophet is one who speaks for God and to interpret His will to humankind.
Old Testament Expectations of the Leader’s
Role and Function
It is important that the role and function of the pastor is rooted in the Bible.
God communicates through the scriptures to facilitate our understanding of the role
and expectation of the spiritual leader. MacArthur (1995, 37) asserts that “It is
therefore, imperative that one begin, continue and ends with the scriptures in a study
of true pastoral ministry.” He goes on to say that the scriptures are the place to begin
with investigating the various aspects of biblical ministry as they relate to the office
and functions of pastors.

Priest as Pastor Imagery in the Old Testament
The first imagery from the OT that is significant to the role and function of a
pastor, is that of the Jewish Priest. In the OT, the priesthood belonged only to the tribe
of Levite. The Levites have their origins in the third son of Jacob and Leah (Gen
29:34) who was the father of Gershom, Kohath, and Merari (Gen 46:11). Kohath’s
son Amram was the father of Aaron, Moses, and Miriam. Aaron was the first high
11

priest and his first-born son in each generation become the high priest and his other
male descendants became priests. The name Levites is derived from Levi and
“pertaining to the Levites.” David Wiresbe (2001, 253) posited that every priest was a
Levite but not every Levite was a priest. The Levites were the substitutes for the
firstborn males in Israel, all of whom had to be dedicated to the Lord (Ex 13:1-16;
Numbers 3:12-13, 44-51) to facilitate their ministry.
Incidentally, the Levites are mentioned in only one verse in the book of
Leviticus (25:32). The regulations in Leviticus pertain primarily to all the priests. Of
course, as assistants to the priests, the Levites would have to know what the Lord
needed done in His house. God insisted that the priest is to be holy men set apart for
only His service. They were to oversee the Sanctuary; to teach the people the Word of
God; to offer sacrificial offerings on the altar as required, and to determine the will of
God for the people. The significance of the role of the priest is to facilitate to ensure
Israel access to God, because without the role of the priests the people of Israel could
not approach God directly. Therefore, the priest had to be cognizant of the
requirements God required of them and actively served Him according to His
directions; in their personal conduct, physical characteristics, and professional
concerns they had to meet God’s approval.
The primary responsibility of the priest, therefore, was to teach the people the
meaning of God's Law and the blessings of obeying it (Lev 10:11; 2 Chr 15:3; 17:7;
Mal 2:4-7). Moreover, it was not enough for the priest merely to teach the people the
difference between the Holy and the unholy; they also had to practice it in their own
lives. Practicing what he taught was one of the burdens of Ezekiel the prophet (Ezek
22:26; 42:40- 44; 48:14-15).
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Pastor-Shepherd Image in the Old Testament
Another important and significant imagery used in the OT to describe the role
and function of a pastor, is shepherd. In general, most biblical scholars and authors
agree that the word shepherd means pastor. John MacArthur (1995, 37) notes that the
theme: “The Lord is my shepherd” (Ps 23:1) expresses the pastoral role of God with
His people. Derek Tidball (1986, 54) describes this shepherd image as the
“underlining paradigm of ministry,” and points out that it contains a reference to the
authority, tender care, specific task courage and sacrifice required of the pastor.” He
further remarked that many other scriptural passages, including (Gen 49:24; Isa 53: 6;
and Ps 78:52-53; 80:1) contribute to the development of this theme. Throughout the
OT, there are references which describe the sheep who needs a shepherd (Ps100:3,
44:22, 119:176; Jer 23:1; Ps 50:6). Indeed, the above OT texts provide an important
basis for understanding the office and function of the pastor. For example, the
Shepherd himself displays his fatherly care, love, mercy, discipline, compassion, and
delight towards his people.
According to Wiersbe (2001, 20), God has a special fondness for shepherds,
which is His reason for using it as a model. Wiersbe states: “Abel was an obedient
shepherd whose offering was accepted. When God needed a liberator for Israel, he
invested forty years training Moses to care for sheep before charging him with care of
his people Israel. When Saul failed as Israel’s king, a shepherd boy was God’s choice
to sit on the nations throne. David shepherded them with integrity of heart; with
skillful hand he led them” (20). He continues with, “that the highest honor scripture
assigns to a political leader, for example, is that of a shepherd. He suggests that the
reason for such usage is that God himself is a Shepherd.
This Shepherd image as applied to God is first seen in Jacob’s blessings for his
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sons: where he declared that Joseph's ability to endure hardship was because of the
hand of the mighty one of Jacob, because of the Shepherd, the rock of Israel. Other
examples of Shepherd leaders include Abraham, Joseph, Moses, Samuel, and David
who allowed God to demonstrate His faithfulness, as He accomplished His work
through their faithfulness (Heb 11; 20).
According to Tidball (1986, 54), the motif of shepherdless sheep is lamented
throughout the OT as a deplorable condition of God’s people for which the Shepherd
will be held accountable. As Moses was about to relinquish the leadership of Israel he
cried out: “who will go out and come before them so that the congregation of the Lord
may not be like sheep which have no shepherd?” (Num 27:17). A key objective of the
shepherd is to care, love, keep sheep together . . . Shepherds who destroy the sheep
scatter them (Jer 23:1-4). Clearly, the role of the Shepherd includes self-sacrifice and
faithful nurturing guidance on behalf of the flock.

The Role of the Pastor in the New Testament
Aubrey Malphurs (2003, 26) delineates that the NT is clear as to how the
“elders or pastors” serve their churches. He suggests that the elders/pastors led their
churches by exercising general oversight. According to Fowler (1990, 17), the NT
Church developed its understanding of pastoral leadership in the crucible of
experience “during the earliest years of the NT church the apostles, prophets, and
evangelists provided general pastoral leadership and the term “pastor” was applied to
all leaders within the church. However, as the need for local leadership became more
acute, the term “pastor” took on a more specific meaning (17). In the NT the word
poimen is translated seventeen times as “shepherd” and once as “pastor” (Eph 4:11).
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Fowler insists that the earliest pastoral leadership in the NT church appears to
have been provided by the apostles. He goes on to say that “numerical and
geographical growth soon created a demand for additional help” (17).
The NT is clear concerning the nature of the church and the role and the
function of its members, including the role and duties of a pastor. It reveals some
distinctive terms that refer to the pastoral office.

Pastor as Teacher and Preacher
The NT reveals four distinctive roles of the pastor, which are as follows: (1) to
preach and teach, (2) to protect the congregation, (3) direct or lead the congregation,
and (4) to equip the members for ministry. We will now look at these roles of the
pastor. Before examining the role and function of the pastor in the NT, we will briefly
look at terms that are used interchangeably to describe “pastor.” Most scholars are in
agreement that the NT terms bishop, pastor, and elder are used interchangeably.
Bishop, which means “overseer” in scripture clearly informs that the elders had the
responsibility of overseeing the work of the church (Acts 17:20, 28; 1 Pet 5:1-13).
Elder is the translation of the Greek word presbute, which means “an old man.” Paul
uses the word presbytery in (1 Tim 4:14) referring not to a denomination, but to the
“eldership.” Elders and bishop are therefore two different names for the same office
(Titus 1:5, 7).
It is to be noted that the terms Bishop and Elder were positions held by mature
people with spiritual wisdom and experience. The primary responsibility of elders was
that of teaching sound doctrine and supervising the church (1 Tim 3:3; Titus 1: 9).
That they were to supervise is demonstrated by their title, the episkopoi were the ones
to “oversee” the body of believers (1 Pet 5:2). A role of episkopoi is to do this
ministry in a shepherding manner. They are to shepherd, poimante the flock of God,
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exercising oversight (episkopountes, not under compulsion nor as lording it over those
allotted to their charge (1 Pet 2-4). In essence elder (presbyters) is a title highlighting
the administration and spiritual guidance of the church (Acts 15:6; 1 Tim 5:17; Jas
5:14;1 Pet 5:1-4).
In 1 Peter 5:1-2, the elders/pastors are to oversee as shepherds would their
flocks. They are to provide pastoral supervision. The only direct NT reference about
pastors is in (Eph 4:11). There are some gifted to be poimenes, didaskaloi, that is,
pastor/teacher, or teachers that pastor. The structure of this phrase, in the Greek,
suggests that Paul intends to speak of two phases of one office. Therefore, an effective
ministry is a teaching ministry. That is, pastoral function of the ministry, is teaching
ministry. The pastoral function of the ministry is presented in John 21:16; Acts 20:28,
29; 1 Peter 5:2, 3, etc., and the teaching aspect in Acts 13:1; Rom 12:7; and 1 Tim
3:2.
The NT is clear that a primary role and function of the pastor is to teach and
preach to the congregation. It is commonly accepted that the role of preaching and
teaching are used interchangeably. John MacArthur (1995, 39) notes that the preacher
(kerux), incorporates both public proclamation and teaching of the flock (Rom 10:14;
1 Tim 2:7; 2 Tim 1:11). Furthermore, the teacher (didaskalos) has the established
responsibility for instruction and exposition of Scriptures and corrective teaching
(1 Tim 2:7) and corrective (1 Cor 12:28-29). Prime and Brigg (2004, 218-220)
reinforces MacArthur’s (1995) viewpoint by stating that scriptures use pastor and
teacher interchangeable.
Emanuel Cleaver (2014, 5) also agree that the primary role of the pastor is to teach
and preach the Word of God. He further states that preaching and teaching are the
primary tools used to feed God’s sheep. (Cleaver further clarifies by writing: “One of
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the qualifications for being an elder in 1 Timothy 3:2 is that one be “able to teach.”
One way that elders could protect congregation was to teach the truth, then the
congregation would know what the truth is. Teaching appears to be a timeless
function because Timothy ministered to elders of various churches in and around
Ephesus by teaching them.
Derek Prime and Alister Begg (2004, 125) observes that while the pastor must
utilize the ministry of others who have the gift of teaching, he must be a teacher and
lead the church in a vigorous ministry of teaching. They reinforce their viewpoint by
saying that this is the reason that Paul in (Eph 4:11) speaks about gifts being given to
some as pastors and teachers.
In reading the scripture it identifies a number of pastoral goals, one of which is
teaching the doctrines of the church. This instruction was given by Jesus to Peter
when He restored him to fellowship with Himself after the Resurrection when He tells
him, in John 21:15-17, “Feed my lambs” (v. 15), “Take care of my Sheep” (v. 16),
and “Feed my sheep” (v. 17). We can therefore conclude that the varied emphasis
Jesus placed on teaching the flock is a basic role of the pastor. Peter was clearly
applying the instruction of Jesus when he encouraged his elders to be the shepherd of
God’s flock that were under their care (1 Pet 5:2). It is evident from what has been
mentioned that one of the pastor/teacher’s priorities is to “feed” the congregation
through the teaching of the Word. In so doing the pastor will recognize that one of his
main roles is to lead and educate the congregation so that they understand the essence
and importance of God’s Word (Rom 5). Moreover, when the congregation is
adequately informed, they will be strong in love and grace, and strive to maturity in
Christ as stated by Paul (Eph 6:10; 2 Tim 2:1).
John Fowler writes regarding the role of the pastor as a teacher:
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The pastor’s role in his church’s teaching ministry is vitally important. He
obviously cannot be personally responsible for all teaching that takes place in his
church. Not only would that be impossible, but it would also be wrong, because
others need to develop their gifts. However, the pastor should model the teaching
ministry of the church. Not only should he incorporate the principles of teaching
into his own public ministry, but he should regularly conduct classes. His
leadership in this area will provide not only the model but the inspiration for the
entire church to take this responsibility seriously. (1990, 143)
The book of Acts and the Pauline epistles are saturated with vivid examples
exemplifying the role and function of pastor, as ministering of the Word. For
example, immediately after their ordination, Saul and Barnabas sailed to Cyprus and
“preached the word” (Acts 13:5). In the book of Acts the teaching of God’s Word was
the constant focus of Paul’s ministry. He also counselled Timothy to avoid fables and
babblings, and to preach the Word of God instead (1 Tim 1:4, 4:7, 6:20; 2 Tim 2:16,
4:2).
Cleaver (2014, 78) comments on the significance of the twofold approach of
the pastor as teacher and preacher. He recollects that when Paul visited Ephesus, he
told Timothy not to let anyone look down on him because he was young, but that he
should set an example for the believers in speech, in life, in faith and in purity (1 Tim
4:12). Paul also further guided: “Until I come, devote yourself to the public reading of
Scripture, to preaching and teaching.” Cleaver continues to say that the apostle’s
teaching and preaching responsibilities were so critical for the success of the early
church that they had to let other things go.
The first part of Acts 6 was identified as an essential ingredient in scripture for
teaching Gods people. As the church began to grow, the teaching responsibilities of
the apostles grew. Rather than try to divide the work of serving the widows among the
twelve Apostles, they came up with a better solution. Acts 6:3 informs that the
Apostles decided to appoint seven men to serve as deacons. Those deacons had the
responsibility of serving the widows. The reason behind this newly created deaconate
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office was to ensure that the Apostles would not neglect what Jesus had charged them
to do. Jesus wanted them to feed the sheep not on a physical level, but also to be
competent both spiritually and an emotionally. This could primarily be done only
through rediscovering the pre-eminence of the ministry of the scriptures. In Acts 6:4,
the Apostles referred to such teaching the “ministry of the word.” They argued that it
made no sense for them to leave “the ministry of the word” to wait on tables (v. 2).
Therefore, the church was asked to appoint seven men to care for that important work;
thus, freeing the disciples to give themselves continually to prayer, and to “the
ministry of the word” (v. 4).
Charles Hodge undergirds the importance of the Apostles decisions to focus
on the ministry of the word when he wrote:
Why is the ministry of the Word so important? Because it is the means God uses
to accomplish His will and his work in the individual, in the church and in the
world. God says so shall my word be that goth forth out of my mouth: it shall not
return unto me void, but it shall accomplish that which I please, and it shall
prosper in the thing where to I sent it (Isa 55:11) God works through the Holy
Spirit and the Holy Spirit works through scriptures Eph 6:17 states that the “sword
of the Spirit is the word of God.” (1970, 1-2)

Martin Bucer (1969) concurs and writes:
Those pastors and teachers of the churches who want to fulfil their office and keep
themselves clean of blood of those of their flocks who are perishing should not only
publicly administer Christian doctrines, but also announce, teach and entreat
repentance and faith in our Lord Jesus Christ, and whatever contributes towards piety,
among all who do not reject this doctrine of salvation, even at the home with each one
privately.
For the pastor, preaching and teaching are the primary tools used to feed God’s
sheep, explain the vision, and lead the people. Preaching is the pastor’s opportunity to
share God’s vision to the congregation. It is also the time to provide pastoral care and
to nourish the people with the word of God. The Bible is clear that it is the preaching
and the teaching ministry that will draw people to Jesus; help them to grow in faith
and move them to action. Teaching provides the pastor with the opportunity to make
and strengthen disciples for Jesus Christ. (232-259)
According to MacArthur (1995), the ministry of the word creates faith, brings
repentance that leads to forgiveness, and implants in mankind the divine nature of
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Christ (Acts 2:37, 38; Rom 10:8; 1 Pet 1:23). The ministry of the Word also
establishes the church in NT time: continually perfects the church and creates the
spiritual kingdom of heaven therein (Acts 2:47, 4:31-33; 2 Tim 3:16).
So far, it has been established that the pastor is responsible for the teaching of
the Word of God to the local church. It does not matter whether this is done through
the preaching service, a Sabbath School class, a discipleship cell group or home Bible
studies. Ultimately, what is important is that the Word of God is communicated
through teaching and preaching. If the Word of God is effectively communicated to
the church, it will grow both spiritually and numerically.

Pastor to Protect the Congregation
Another primary role and function of the pastor is to protect the congregation
from false teaching. In Acts 20:28 the Apostle Paul commands the elders of the
various churches, in and around Ephesus, to “keep watch over yourselves and all the
flock of which the Holy Spirit has made you overseers.” The reason for the command
is given in Acts 20:29 and 30 where Paul warns of false teachers whom he labelled as
“savage wolves,” and that they will surface both from without and within the
congregation. The Apostle Peter concurs that the elders are shepherds who lead God’s
flock as overseers (1 Pet 5:2, 3).
One of the qualifications for being an elder (1 Tim 3:2) is to be “able to
teach.” In Titus 1:9 Paul advised that elders hold firmly to sound doctrine so that they
can “refute those who oppose it.” Furthermore, in 1 Timothy 1:3 and 6:3, Paul gives
much instruction regarding elders how they relate to false teaching. In Acts 15 the
elders of the various churches in Jerusalem came together to clarify the gospel. For
instance, in verse 2 it says: “When therefore Paul and Barnabas had no small
dissention and disputation with them, they determined that Paul and Barnabas and
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certain other of them, should go up to Jerusalem unto the Apostles and Elders about
this question. It is evident that Paul’s intention was paramount to protect the
congregation from doctrinal error.

Pastor to Lead the Congregation
Leading or shepherding is another important role and function that is expected
of those who hold the pastoral office. In scripture (Rom 12:8 NIV) the term is
shepherd is synonymous to the role of leader. On page five of chapter 2, it is stated
that the word poimen is translated in scripture seventeen times as shepherd and once
as pastor. It is here noted that the English term “pastor” is derived from the Latin
word for shepherd. The role of the pastor/shepherd therefore extends much more
beyond caring for the sheep. Moreover, the shepherd metaphor involved leadership,
which includes directing (1 Tim 5:17), “The elders who direct the affairs of the
church well.” According to Malphurs (2003, 28), directing the affairs of the church
synonyms for leadership. Malphurs further emphasized that the term shepherd is a
general reference to leadership, and it has three functions: protecting, teaching, and
directing. The writer of Hebrews, after calling leaders and people to their mutual
responsibilities within the believing community, pointed to Jesus Christ as the
Ultimate Pastor by describing him as our Lord Jesus, that great Shepherd of the sheep
(Heb 13:20).
The significant link between shepherd and leader is portrayed in the shepherd
Psalm 23 where David declared: “the Lord is my shepherd. He leads me in the path of
righteousness.” Here, he is both shepherd and leader. Others such as Luke (Acts
20:28, 29) and Peter (1 Pet 5:1-5) also use images of shepherd and leader in relation
to administration of the church. These passages emphasize the role of shepherd-leader
as protector, overseer, example to the flock. And Jesus reminds us that shepherd is the
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one who leads and cares for the flock of God (John 10:1-6). MacArthur (1995, 39)
emphasizes what Paul was saying in that Christ is the head of the church (Eph 5:2325) the “Chief Shepherd.”
MacArthur (1995, 77) asserts that the NT picture of a shepherd and his sheep
provides an excellent model for the church and its leadership. He further notes that
just as the shepherd leads, feeds, equip, protects, and multiplies the flock, so the
pastor is to view his role and function with the flock in the same way. MacArthur
(1995) further reinforces Paul’s assertion about the pastor as the under-shepherds to
function and give oversight under His authority (1 Pet 5:1-4).
Cleaver (2014, 5) observes that it is important to note that the gift of
leadership must be present for a person to truly serve as a pastor. He further asserts
that the word pastor might not be strong enough to persuade people to follow where
he or she leads, but he says that other functions would fall under directing the affairs
of the church to include some critical leadership functions such as strategic thinking
and planning, goal setting, problem-solving, and vision casting. Prime and Begg
(2004, 218,19) affirm that while pastors have leadership responsibilities in the life of
the congregation, it is always helpful to identify the areas of leadership and to note the
differences between them. For example, when a pastor is preaching, teaching,
administering the sacraments, or is presiding at worship he or she is in a leadership
role.
Martin Baucer (1969, 232-59) comments: “For the faithful ministers of Christ
should imitate their master and chief shepherd of the churches, and seek most lovingly
themselves whatever has been lost, including the hundredth sheep wandering from the
fold, leaving behind the ninety-nine which remain in the Lord’s fold” (Matt 18:12).
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From an unmissable combination of shepherd and leader in the person of
Jesus, MacArthur (1995) argues as above that the NT picture of a shepherd and his
sheep provides an excellent model for the church and its leadership. And Baucer’s
(1969) view that the faithful ministers’ and leaders of Christ should imitate their
master and chief shepherd of the churches. For example, in the OT we read, “The
Lord is my shepherd I shall not want, He leads me to lie down in green pastures . . .”
(Ps 23:1) and in the NT Jesus emphatically states that he is our “Shepherd” and
Leader (John 10:16). Scripture and the nuances of both MacArthur and Baucer clearly
show that the NT builds on the OT as it reveals the chief shepherd and leader in one
person, Jesus.
Leadership and Management
It should be helpful, therefore, for a distinction to made here between
leadership and management.

.

John W Gardner (1990,1) says, “leadership is the process of persuasion or

example by which an individual “or leadership team) induces a group to pursue
objectives held by a leader or shared by the leader and his or her followers”. Oswald
Sanders simplifies his understanding of leadership thus: “leadership is influence, the
ability of one person to influence others.”

George Barna (1997,25) applying

leadership to a Christian worker says: “A Christian leader is someone who is called
by God to lead ;leads with and through Christlike character ;and demonstrate the
functional competencies that permit effective leadership to take place.” Although
there is different emphasis on leadership in each definition there are no contradiction.
There are varying management styles which are employed. For example:
Stephen Covey advocates that management organizes a jungle task force to use
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machetes to hack their way through the thick forest of corporate agenda.
Management will designate separate parts of the jungle crew to be “machete
sharpeners” Managers appoint other jungle committees to count the hours of machete
use. James Berkley’s (2002, 312) view of management is that managers plan
budgets, organize decision making, and wisely use material resources.
Andrew Dubrin (1997,3) distinguishes between leadership and management
as follows:
Leadership involves having a vision of what the organization or
organizational unit can become, while the role of management is to implement the
vision. Also, that leadership requires eliciting teamwork and cooperation from a
larger network of people motivating a substantial number of people in that network.
management on the other hand is less concerned about motivating a large network of
people.
Dubrin also says that a leader frequently displays enthusiasm, passion, and
inspiration to get others to attain high levels of performance. Managing involves less
emotion and more careful acting to achieve goals after they are defined. Covey
(1992,35) seems to summaries the various definitions of leadership and management
as follows: Managers appoint other jungle committees to count the hours of machete
use but leaders never preoccupy itself with machetes. Leadership climbs a tall tree
and looks around and shouts down to machete management such thing as “wrong
jungle!” Calvin Miller (1995,160) says leadership has to do with direction and
management with organizing and mobilizing the organization. The pastor, as the
leader in the context of the congregation sets the direction and manages organize the
congregation to move in the right direction.
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Calvin Miller (1995,161) says that the leaders must keep in touch with
management of the church, so that the membership can benefit from both concepts.

Pastoral Role of Equipping
In the NT Apostle Paul states some of the special offices the church is given to
equip the members for the work of ministry. Ephesians 4:11-13 informs that “Christ
gave some apostles, some prophets, some evangelists, and some pastors and
teachers.” The text further details some reason for the gifts: “For the perfecting of the
saints for the work of ministry, for the edifying of the body of Christ: That we
henceforth be no more children, tossed to and fro, and carried about with every wind
of doctrine, by the sleight of men, and cunning craftiness, whereby they lie in wait to
deceive” It is clear that the purpose is to equip God’s people for the work of serving
and building up the body of Christ, “until we all reach the unity of faith and
knowledge of God’s Son.” It is evident that God’s objective is for the members of the
church to become mature functioning individuals.
According to Cleaver (2014) equipping or feeding the sheep is the primary
responsibility of the pastor. He interestingly observes that Paul does not write about
the pastor doing another ministry; but that the members (the congregation) are the
ones who should be engaged in reaching and serving people to facilitate the preaching
and teaching for the sake of the gospel. Cleaver (2014) focuses our minds by saying
“One could easily ask the question: Does this mean the pastor is not involved in
ministry? Quite the contrary; equipping the saints is the ministry of the pastor” (73).
Cleaver adds that the pastor must step out of the misconceptions of the office and step
into the identity of “ministry enabler” by the way of preaching, teaching, training, and
pointing the train in the right direction for the future (101). Hence, an essential
function of the pastor is to equip the people so that they can operate in accordance
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with their God-given gifts. Cleaver insinuates that the pastor is a gift to the church
because that office is responsible for casting the vision, developing staff and leaders,
teaching, and preaching, leading the people, and discerning God’s will for the
congregation.
Anderson (1985, 157-158) has observed that the Saviour has given the church
its mission in the Great Commission (Matt 28:19-20; Mark 16:15). It involves making
and maturing disciples. He is of the opinion that a primary responsibility of the
elders/pastors is to make sure that their churches constantly pursue this mission. He
further states that it is the pastor who clarifies and set the direction of the church.
Additionally, the members could be trained to be equipped to fill the gap
where the pastor does not gift, consequentially, this will be an essential support for the
pastor in the spiritual development of the congregation.
Anderson (1985) further specifies that an essential duty of the pastor is that of
equipping the saints to care for each other’s needs; caring, loving, and fostering
fellowship among the believers within the church. In so doing the pastor builds the
body of Christ by helping its members understand who they are within the church thus
facilitating growth through the love and knowledge of Christ. The church of Jesus
Christ cannot accomplish its purpose unless the gift of each church, the pastor, is
living out his or her purpose by equipping the membership to accomplish God’s
purpose for them.
MacArthur (1995, 76) also believes that the pastor has the special duty of
equipping his/her congregation so that they will discover and utilize their respective
gifts for the spiritual maturity of one another. He further uses the analogy of the coach
and his team. He likens the pastor as the coach and the members of the congregation
as the team. He maintains that the coach teaches the team the fundamentals of the
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game to play. In MacArthur’s view the church is designed to be a working community
where each individual member is faithfully serving the Lord by ministering to the rest.
Cleaver (2014) reinforces the essence (Eph 4:11-13) in concurring with
MacArthur and Anderson that “equipping or feeding the sheep is the primary
responsibility of the pastor” and that “it is interesting that Paul does not write about
the pastor doing another ministry; rather the members in the congregation are the ones
engaged in reaching and serving people for the sake of the gospel” (73, 74). For
Cleaver, the ministry of any local congregations begins with the ministry of the pastor
feeding the membership so that they can be actively engaged. (See also Burrill 1993,
48, and Kidder 2011, chapter 4).

Summary
Having addressed selected emergent themes regarding roles and functions of
the pastor, which includes the pastor as teacher and preacher, the pastor as protector
of the flock, the pastor as leader of the congregation, and the pastor as an equipper,
from the perspective of OT and NT. It has been discovered that the pastoral role and
function of the office is not the only gift he/she brings to the church—as asserted in
Ephesians 4. However, he/she also brings to that position training and equipping the
members to build up the work of God’s Church.

The SDA Ministers Manual and Ellen G. White’s
Perspective Pastor’s Role
In this section we will address what the SDA Ministers Manual and Ellen
White have to say about the role and function of the pastor.
The SDA Ministers Manual Perspectives of the Pastor’s Role
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The purpose of this section is to examine what the Seventh-day Adventist
Ministers Manual’s function is: its principal focus is pastoral ministry with hope that
specialized ministers will also benefit.
Campbell (2015, 36) asserts that “Adventist pastors have a sacred role in the
life of the local church.” The SDA Ministers Manual (1962 delineates the various
roles and functions of the pastor. It states that “all branches of the work belong to the
ministers.” It further says, “This does not mean that they must attend to the entire
church work, but that all work does come under their supervision” (103). Below are
listed some of the key roles of a pastor as stated in the manual.
1. The Manual states that pastors may be many things, but they must be a
spiritual leader. It also (1992, 103) requires that the pastor should be prepared to
delegate aspects of ministry to authorize leaders and other competent members.
2. The Manual referenced (1 Tim 3:5) in that the pastor is to “take care of the
church of God” (64). Also, Luke wrote in Acts 20:28 that it is emphatic as a
primary role of the pastor: “Therefore take heed to yourself and to the flock,
among which the Holy Spirit has made you oversee, to shepherd the church of
God which He purchased with His own blood. Peter reinforces this key role of the
pastor when he says: “Be a shepherd of God’s flock that is under your care,
serving as overseers, . . . not lording it over those entrusted to you” (1 Pet 5:2, 3
NIV).
3. The Manual referenced the pastor as that of training and equipping the
members. It (1992, 60) asserts that “the purpose of the pastor-teacher gift is to
equip the saints for the work of ministry (Eph 4:12). The manual recognizes that
while the pastor, by himself alone, cannot train all the members; they can utilize
the expertise of the various departmental directors from the conference to
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complement the development of the local ministry. It is worth noting, that the
conference departmental directors who are specialists in their own field are
normally available to supplement the local program at the invitation of the pastor.
The Manual also draws upon Ellen White who states that the greatest help that can
be given to the membership is to teach them to work for God, and to depend on
him and not solely on the minister. However, it recognizes White’s admonition
“train your congregation to understand that ministry is performed by the whole
church community working together, rather than by the pastor alone” (1962,
9:19).
Ellen White’s Perspective and the Pastor’s Role
The Adventist denomination officially holds Ellen White’s writings as
authoritative; her writings are considered subordinate to Scripture. The denomination
also considers Ellen White’s messages to be in concert with the Bible. She has made a
significant contribution in counsel to ministers. Her writings contain directives
regarding the pastor’s role and function. She admonishes the pastor not to be the only
one doing the work of ministry. She also counsels that they should imitate the biblical
mandate in Ephesians 4:11-16 to equip and empower the members to exercise their
God-given gifts. She was a strong advocate of educating the pastor to educate the
members and to teach them not to completely be dependent on them. White (2005)
asserts “there should be no delay in this well-planned effort to educate the church
members” (9:119). Ellen White wrote that “the greatest help that can be given our
people is to teach them to work for God, and to depend on Him, not on the ministers”
(2005, 7:19).
She emphasized that (1962, 9:82) that the best help that ministers can give the
members of our churches is not sermonizing but planning work for them. Give each
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one something to do for others. Help all to see that as receivers of the grace of Christ
they are under obligation to work for Him. And let all be taught how to work.
Especially should those who are newly come to the faith be educated to become
laborers together with God.
It is reasonable to infer that the above statement by White was counselling
against too much “sermonising.” She admonishes that the pastor should train those
who are new in the faith to be focused on Christ as their Saviour, and to encourage
them to share the joy with others. Furthermore, White (2005, 9:117) reinforces the
importance of education and training of the members.
There should be a well-organized plan for the employment of workers to go
into all our churches, large and small, to instruct the members how to labor for the up
building of the church, and for unbelievers. It is an educational training that is needed.
Those who labor in visiting the churches should give the brethren and sisters
instruction in practical methods of missionary work.
Ellen White (1962) also recognized that “there is an abundance of talent in the
church that should be put to use,” (200) and states from her perspective that the
pastors should equip and develop the skills among the membership to facilitate a
wider and effective dissemination of the gospel of Christ to whom they come in
contact. White puts it this way: “Do not lead people to depend upon you as ministers;
teach them rather that they are to use their talents in giving the truth to those around
them. In thus working they will have the co-operation of heavenly angels and will
obtain an experience that will increase their faith and give them a strong hold on God”
(1962, 200).
Ellen White (1962, 196) was clearly an ardent believer in the pastor equipping
the members to evangelize. She reasoned that it was not profitable to spend endless
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time listening to sermons as there is a work for each child of God to do with a training
program by the pastor. She (1962, 9:82) felt the best help that ministers can give the
members of our churches is not sermonizing but planning work for them. Give each
one something to do for others. Help all to see that as receivers of the grace of Christ
they are under obligation to work for Him. And let all be taught how to work.
Especially should those who are newly come to the faith be educated to become
laborers together with God. If set to work, the despondent will soon forget their
despondency; the weak will become strong, the ignorant intelligent, and all will be
prepared to present the truth as it is in Jesus. They will find an unfailing helper in Him
who has promised to save all that come unto Him.
White (1962, 197,198) gave an analogy of how some pastors operated,
ineffectively, and counselled that this was not the way to minister. Instead, the pastor
is expected to ensure that those, over whom they are set, do the work assigned to them
correctly and promptly, and only intervene when appropriate. She (1962) explains
why the owner of a large mill once found his superintendent in a wheel-pit, making
some simple repairs, while a half-dozen workmen in that line were standing by, idly
looking on. The proprietor, after learning the facts, to be sure that no injustice was
done, called the foreman to his office and handed him his discharge with full pay. In a
surprise, the foreman asked for an explanation. It was given in these words: “I
employed you to keep six men at work. I found the six idle, and you do the work of
but one. Your work could have been done just as well by anyone of the six. I cannot
afford to pay the wages of seven for you to teach the six how to be idle.”
White summarily ends the analogy as follows: “If pastors would give more
attention to getting and keeping their flock actively engaged at work, they would
accomplish better, have more time for study and religious visiting, and also avoid
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many causes of friction.”
White (1883, 25) reemphasizes her counsel to pastors: “Our ministers must
become educators as well as preachers. They should teach the people not to depend
upon them, but upon Christ. The minister who preaches two hours when he should not
exceed one, would far better serve the cause of God by devoting that extra hour to
earnest, careful thought in studying how to direct others, how to teach them to work.”
Even though Ellen White emphasizes that the pastor should be educated and
be a good teacher, while seeking to equip the members of his congregation to share
the good news of the gospel, she strongly counselled that the pastor should display
servanthood qualities. She also admonishes that the pastor should be a leader who
compassionately, nurtures and empowers an inclusive church. Here White is
expecting the pastor be an effective leader guiding the members of the congregation
to be life changing individuals with a desire to share the gospel.
White also remarked that an education should be given to the people of God
that would result in reaching others with valuable talents to develop men some
positions of trust and influence, and for great good to be accomplished for the Master.
White (2005) paints a dire picture of what ineffective leadership of the congregation
could lead to:
Christ intends that His ministers shall be educators of the church in gospel work.
They are to teach the people how to seek and save the lost. But is this the work
they are doing? Alas, how many are toiling to fan the spark of life in a church that
is ready to die! How many churches are tended like sick lambs by those who
ought to be seeking for the lost sheep! And all the time millions upon millions
without Christ are perishing. (835)
Pastors, in Ellen G White’s view, should do less sermonizing and take the time
to plan work for the members. The work she refers to is that once the members
become enthusiastic of the life-changing influence of the Word of God they too will
seek to help others experience the joy of being followers of Christ. Clearly Ellen
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White was a strong proponent of empowerment of the members both for service
within the congregation and evangelistic outreach.
The role of Spiritual Leaders has evolved from OT/ NT to Reformation and to
Ellen White. The Bible reveals that God has always worked through spiritual leaders
to lead his people on a spiritual journey in the execution of His will for humankind.
Those leaders were the ones God inspired to guide and direct God’s people. During
the Old Testament era God chose leaders such as Joseph in Egypt, Moses in the
wilderness, the Prophets. and even some Kings to be outstanding spiritual leaders of
the people. For example, Moses was chosen to lead the children of Israel from Egypt
to Canaan. Moses administered many leadership roles, by assigning leadership roles
to selected individuals, selecting elders to arbitrate on behalf of the people’s concerns,
and also at the same time presented the needs of the children of Israel to Pharaoh the
King of Egypt and led them out of Egyptian bondage.
In the New Testament, God also continued to work through men and women
to accomplish His will for humankind. It is in this era that God sent His son Jesus who
chose and ordained his historical twelve Apostles to take the love of God to all
people. These Apostles were assigned different roles including, leading, teaching, and
making judgments among the people. And as Matthew explicitly informs, “And when
he had called unto him his twelve disciples, he gave them power against unclean
sprits, to cast them out, and to heal all manner of sickness and all manner of diseases”
(KJV, Matt 10:1-42, 18:18-20).
Also, of significance in the NT Pauline era is the resurrection and ascension of
Jesus, the Pauline forged the establishment of local congregations in the then known
world. It is here that the role of the leaders took on a different meaning. The Apostle
Paul developed diversity of the leadership roles to include deacons, elders, overseers,
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teachers, and other roles in the local congregation (Phil 1:1; 1 Tim 3:1; Titus 1:5-6). It
is clear that during Paul’s time the leadership was divided into many different focused
roles.
In literature of the reformation (1517-1648) period is found the role of
spiritual leaders was somewhat different. According to Androne (2014,) during the
reformation period the role of the spiritual leaders was to administer the sacrament
and assess a tithe to support the priest in duty. He further cites that “Calvin focused on
the importance of the spiritual cultivation of people, which aids them in getting to
know themselves better, expressing themselves accurately and wanting to live in
decency and moderation proving self-control, nevertheless without neglecting their
physical training” (80-7). Androne continues by stating that “Protestant ministers
occupied a crucial position in the sixteenth century society and that they were called
to straddle the divide between God and sinful humanity, between city and
countryside, between a written education and largely oral cultures.” It is well
documented that as well as Calvin other reformers such as Martin Luther was
passionate in representing the people before God until he recognized that the people
had direct access to God. This shows a significant evolution in the role of spiritual
leaders during the reformation. Luther’s stance was the prominent evolving line of
demarcation between Catholicism and Protestantism.
Ellen White emerged on the scene as a distinct spiritual leader, whose
distinction of her era was the Holy Spirit communicating through his prophets by
dreams and visions. Ellen White was steadfast in her belief that one essential qualifier
for leadership is a living connection with Jesus Christ through the Holy Spirit, who
conveyed the message of God through the prophets.
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From the above it is evidence that although each year from OT through to
Ellen White has had their spiritual leader. However, there is a clear link between the
spiritual leader of each era even though there are clearly evolved differences between
them.

Conclusion
In every church the pastor is a very significant figure, who performs a pivotal
leadership role in the life and development of the local congregation. Having
examined some relevant aspects of scriptures I have identified different metaphors
that represent the role pastors play. In this chapter it has examined the role in the OT
shepherd and priest, noting that the shepherd displays a spectrum of holistic attributes
including care, love, mercy, and compassion. Here, the priest represented humanity
before God and instructed the people in the laws and how to relate to God concerning
conduct. The priest therefore had the responsibility to instruct the people between the
holy and the unholy.
In an examination of the relevant aspects of the NT, it was established that the
four gospels and the epistles outlined the role and function of the pastor. Here we
learned from Jesus, Paul, and Peter the unambiguous and current roles and function of
the pastor. Jesus used the sheep-shepherd imagery which demonstrates the role of
leading and caring for the flock, as shown in John 21.
Like the above, both the apostle Paul and Peter teaching referenced the role of
the function pastors/leaders play in the local congregation. According to Paul the
pastor/leader has the role and function to oversee, give guidance, and direction. They
should also protect the members of the congregation from false teachers and those
who could destroy their members. Paul also emphasized that teaching and preaching
from the scriptures is an essential responsibility of the pastor. A similar advice was
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also given by the apostle Peter. Peter believes that the responsibility of the pastor is
that of an under-shepherd who gives oversight to those under his care.
Another aspect of the role of the function of the pastor is embedded in the
Ministers Manual. It declares that the pastor is the overseer of all aspects of the work
of the church. It further reiterates that the pastor should feed the flock as stated by
Jesus, Paul, and Peter. Similarly, Ellen White reinforces the role and function of the
pastor as one who should oversee caring for the church members. She also
emphasized that the primary role of the pastor is to educate the members by training
them to use their God-given gifts to develop the church and facilitate outreach beyond
it.
It can be said that there is no contradiction between what the Bible, the SDA
Ministers Manual and Ellen G. White have to say about the role and function of the
pastor.
From the evidence given above it is evident that there is a changing emphasis
of the spiritual leaders from the OT and NT through the reformation to Ellen White’s
time. In the time during the OT the approach of their spiritual leaders; while in the NT
spiritual leadership was diversified to the selection of leaders in their field such as
teaching, preaching, leading, and evangelizing. New converts were taught to speak to
God through the Holy Spirit. While during the reformation the people spoke to the
Spiritual leaders who spoke to God on their behalf. Ellen White, however, took
instructive messages from God to the people who commune through the Holy Spirit to
God as is our practice today.
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CHAPTER 3

LITERATURE REVIEW

Introduction
Prior to the 1950s and 1960s the membership of the SDA Church in Britain
was predominantly White. But the migration of Caribbean and African people during
that time has resulted in a significant shift in racial and cultural make-up of the SDA
Church in the British Isles, with Black African and Caribbean people now being the
dominant groups. Since 2000, however, the SDA Church’s racial composition has
once again changed with the migration of people from other parts of the world,
including people from India and Eastern Europe. As a result of change in migration in
the European Union there has been an influx of people into Britain. Owing to this
influx of new immigrants, the SDA Church has again become more racially and
culturally diverse. Many of these new immigrants are nurses and other medical
professionals, who were recruited to meet the shortage in Britain.
Both the former and new Black immigrants make up a large proportion of the
two Seventh-day Adventist congregations in Birmingham where I am currently the
pastor. They are symbols of one sector of a growing multiculturalism in Britain.
Because of ministering in a multi-district context, some of the members in the
congregations are of the opinion that I devote more time in the other congregation
than what I spend in theirs. They have vocalized that I should give the same time and
effort in each congregation. Some members from the predominantly Caribbean
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congregation will complain that I spend more time in the African congregation, while
on the other hand, some of the members from the African congregation also complain
that I spend more time in the Caribbean congregation. These remarks and comments
have engendered tension between some members in each congregation and the pastor.
In my view the expectation is unrealistic because I believe that I function according to
the demands of the congregation and give my best effort in each of them.
This chapter aims to discover the expectation that these two cultural groups,
African and Caribbean Christian, have of their pastor. These multiracial congregations
raise the question whether different cultures have different expectations of their pastor
and what is the best way to effectively minister in such a context. The chapter will be
outlined as follows: (1) a history of Black Christians in Britain, (2) the expectations
that African and Caribbean Christians have of their pastor and his or her work,
(3) how pastors of African and Caribbean churches successfully managed these
expectations, (4) the use of cultural intelligence to develop leaders in multicultural
congregations, and (5) how pastors manage expectations in a multicultural context.
The first section will briefly describe the history of the Black Christian churches in
Britain and will also define some key terms and expressions commonly used within
Evangelical circles. The term African immigrant church refers to Black-led churches
in the UK with roots in sub-Saharan Africa. The term Black Churches is also used to
mean Black Majority Churches in the Diaspora. I have also used the term
multicultural primarily to mean all cultural and ethnic groups in Britain.

A History of Black Christians in Britain
It is generally accepted that the development of Black Christianity in Britain,
which now includes the Adventist Church, is related to the post World War 2
migration of Black people. This began in the late 1950s and climaxed in the early
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1960s. Studies done in the field of Black Christianity in Britain suggest that the two
main Black Christian groups are from the Caribbean Islands and Africa, especially
West Africa, Nigeria, Ghana, and Sierra Leon. Ceri Peach (1968) and Thomas Smith,
(1981) write of how Black Christianity in Britain has been the result of Black
migrants who are from the former British colonies. They argue that those who came
from the Caribbean did so in response to the labor shortage of post war Britain. They
indicate that they were invited to take up employment especially in those sectors
where the local workforce was insufficient. David Edgington (1970, 31) agrees and
suggests that many who migrated to Britain in the 1950s, came in response to a call
from Britain to help the post-war economic boom. Edgington (1970) emphasized that
the primary reason immigrants came to Britain was the economic condition in their
homeland—low standards of living, lack of opportunities for employment and
education, an acute land shortage, and in some cases, prospects of near starvation.
Such conditions impelled many of them to look outside their own countries for a
better life.
Patrick Kalilombe (1997, 308) supports the previous authors and points out
that Caribbean and African immigrants came for similar reasons. Mark Sturge (2005,
15) suggests that as a result of migration from these former British dependencies
congregations were also formed. Roswith Gerloff (1992, 205) echoes Sturges’
analysis and suggests that the Black Church Movement (BCM) in Britain was born
out of the interrelationship between migration and mission. Clifford Hill (1958, 19)
wrote, “They arrived as creative, skillful, industrious, and religious people.” Hill
(1958) also reports that “ninety-five percent of Caribbean’s attended church on
Sundays when in the Caribbean.” Sturge (2005, 54) echoes Hill’s view and indicates
that these congregations constitute what is now known as the Black Majority or BMC.
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He writes “Black led majority churches emerged as a result of migration after the
second world war when many people from the British colonies in the Caribbean
answered the call to help to rebuild a ravaged Britain."
Some scholars have argued that the Black Majority Churches came into
existence primarily because of the way in which the first Caribbean post-war migrants
to Britain were treated by local churches. In too many situations they were not
welcomed, were regarded with suspicion, and told not to come back because they
would alienate the indigenous congregation. That led to the formation of churches,
which eventually led to the term Black Majority Church BMC. The historical record
shows that these migrants experienced both positive and negative attitudes.
Yasmin Alibhai-Brown (2010, 211) contends that when the first Caribbean
migrants arrived in Britain much effort was exerted by local and central government
to make them feel welcome. Similarly, Mark Johnson (1985, 14, 24) in her study on
Caribbean migrants within the church shows evidence of the Methodist church’s
concern for its African Caribbean members. However, Kalilombe (2007) takes a
different view. He argues that many African and Caribbean Christians were met with
hostility which led to one of three responses: depart from the Christian church
altogether; persevere and remain in the White led churches despite the hostility, with
the understanding that no one had a monopoly on Christianity; establish churches
which catered to their own cultural, physical and spiritual needs. According to Paul
Murray (1995, 31) the “(BMC)” were seen as new and strange ‘sects’ who were to be
treated with disdain and should be contained; this made them feel threatened and
friendless.
Joseph Aldred (2005, 91, 92) however, believes that the formation of BMC’s
was not caused by indigenous exclusion alone; rather, African Caribbean’s brought
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their own style of church with them. He refers to the traditional story of exclusion
based on racism as “people being ill-informed whilst insisting on the notions of
rejection.” Robert Beckford (1998, 26) counters the above author’s definition of the
term Black Led Church and says that the term emerged because the church was one of
the only safe places for Black people during the early days of settling in Britain and it
was a location of empowerment. Beckford (2000, 2-3) remarked that the BMC can be
described as
A venue where the leadership and members of the congregation are predominantly
African or African Caribbean whilst incorporating the multifarious mix of ‘Black’
people gathered from Africa, the Caribbean, and Asia, and even the presence of a
minority White membership.
Beckford (2000, 101-105) further remarked that sadly the BMC was formed
because Black people encountered ubiquitous racism and rejection like their ancestors
in America and the Caribbean.
Sturge (2005, 29) argues that the term, “BMC has superseded the terms of
‘Black Church’ and Black-led church.” He defines the BMC as “a Christian
worshipping community whose composition is made up of more than fifty percent of
people from an African or Caribbean heritage.” Sturge continues by saying that BMC
churches were at first known as West Indian churches, then African churches, then
Afro Caribbean churches and now BMC. However, Sturge, however, does not state in
his analysis whether the composition of the worshipping community includes an
African Caribbean leadership.
More recent literature by Aldred and Keno Ogbo (2010, 1) pose the notion that
the term BMC has the “potential for much. Moreover, suffixes like ‘led’ and
‘majority’ after Black permits certain clarity in “identity.” Kalilombe (1997, 306-7)
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comments that BMC leaders resented this imposition.” Furthermore, he argues,
“Black leaders encouraged Black people not to assume the intention behind these
names as being positive or favorable.” Malcolm Calley (1965, 10) and Gerloff (1992,
15) argue that some churches such as the Methodist and New Testament Church of
God offered a home for Africans and Afro-Caribbean’s, while a vast range of
exclusively Black independent churches arose which provided for the needs of those
on the margins of the British White society. Sturge (2005) further argues that
historically both in the USA and in Britain Black people were excluded from the main
churches, thereby leading them to establish their own.
Babatunde Adedibu (2010, 89), however, suggests that the denominational
philosophy of African Caribbean churches was the idea of championing the ideals of
their churches back home in their new context, a departure from the inclusive
approach of some missionaries. Phillip Mohabir (1988, 111-2) holds an opposing
view and maintains that it was a “sad departure from the Spirit and from the love
which he and his colleagues started.” He insists that the initial idea was not to have
denominational barriers, island barriers, or color barriers erected.” He adds, “We felt
we were in the forefront to create a new thing—a church that was alive, integrated,
multi-racial, multi-cultural, and diverse but yet united; a church that would not reflect
a peculiar brand of doctrine.”
Although the SDA church in Britain is not usually referred to as a Black
Majority Church, it is true that its current membership is predominantly Black people
from the Caribbean and Africa. It is reasonable to deduce from the literature that the
term Black Majority Church was not a self-ascribed marker for churches created and
maintained by Caribbean people. Having described the history of Black Christians in
Britain. I will now look at the members expectations of the pastor’s work.
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Members’ Expectations of the Pastor’s Work
Expectations of Caribbean Members
The relationship between an individual’s culture and the expectation of their
pastor is complex. Some authors on leadership have developed their own ideas on
expectation. For example, Cole (1999) believes that one skill of a good and effective
leader is the leader’s sensitivity to follower’s expectations. He notes that “when a
person assumes a leadership role, followers have certain expectations regarding a
leader’s performance toward achieving team goals” (15). T. J. Sergiovanni and D. L.
Elliott (1975, 10) indicate that it is important for the leader and his or her superiors to
have common expectations in order for him or her to be effective in his or her
leadership role.
Much of the literature agrees that cultural values affect expectations. Lelise
Pollard (2000, 122), notes that cultural values shape leadership expectations. He
argues that cultural values affect expectations. He asks the following questions. Do I
have a group orientated view that leadership arises out of the efforts of the collective?
Or do I have an individualistic egalitarian view that leaders have unique personalities
and abilities that allow them to impact lives? He (Pollard, 2000, 122) asserts that
problems can arise when there is a vast disparity between leader beliefs and
follower’s expectation.
Willis (2005, 2) points out that researchers and scholars in the field of African
and Caribbean studies generally agree that there are few comprehensive studies done
in the area of Black Christianity in Britain, compared to similar studies in America.
She suggests that studies that focus on the stressors which White, male clergy in
larger mainstream congregation’s experience have been conducted in the United
States, Britain, and Australia. However, she notes that there is little research that
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analyses the experience of the working experience of Black Majority Church pastors.
Hence, Lerleen Willis (2005, 3) states that the volume of information describing the
expectations that African and Caribbean Christians have of their pastors and his work
is limited. She (2005, 2) echoes this view that there is limited research on the abovementioned field of study.
According to Willis (2005, 3), in her work undertaken regarding the working
lives of pastors in the BMC pastors (done within an occupational psychology
framework) aimed to gather evidence about the nature of the working lives of BMC
pastors, to assess the extent of perceived demands and stressors experienced by
pastors and the very nature of coping strategies which they employ to limit the
adverse effects of stress. Another aim of Willis’ (2005) study was to assess the degree
to which pastors were feeling the effects of stress as a result of the demands of their
work. She then gives two reasons for approaching the study the way she did. One was
that in Britain Black Majority Church pastors fulfill a variety of key roles which differ
from the functions of mainstream clergy.
Also, in her view, occupational psychology brings together many valuable
insights into how people function best within the workplace. She also maintains that
while the study focused primarily on Black Majority Pentecostal denominations, she
believes that her work is important for most Black Majority congregations. Willis’
study offers insight into the role, expectations and demands that are placed on pastors
in the Black Majority Churches, which she argues are large, due to the multifaceted
nature of their roles. Further, Willis also highlights that the expectations and demands
that members have of their pastors have often impacted them either physically or
emotionally. She reported that tiredness, or a lack of energy were some of the
consequences for pastors.
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Delroy Hall (2013, 45) echoes Willis’ view regarding the role and work of the
pastor in the Black Majority Church. However, he draws attention to the idea that the
Black Majority Church is not only a place for worship and preaching or a place of
refuge where rejected and broken humanity meet, but that it also provides care and
healing for each other. He further points out that the church has also acted as a
psychological buffer against the ravages of what too often has been a brutal society.
Hall points out that a member’s traditional expectation of the pastor in a BMC from
its early inception, was that the pastor was expected to deal with the problems of
accommodation, schooling, medical care, and with emotional and psychological
issues all of which would, for White congregants, be dealt with by social services and
a range of institutions from which Black Britons felt alienated. Hall (2013)
emphasized that an additional role of the pastor in the BMC was to help when
congregants felt ill-treated or alienated from many bodies in civic life and social
services. He agrees with Willis’ view that there has thus been a great deal of demand
on the pastor.
James Harris (1991, 50) concurs with the view of Hall and Willis and points
out that in the BMC the pastor tends to be given the reins from day one. He says the
pastor is expected to perform in concert with his people, losing confidence only if the
early returns indicate he is incapable of fostering congregational unity and positive
change in lives and society. Harris describes this as the pastor-centered paradigm of
church life. In his view this is where the pastor holds a unique position in the
congregation. For him the pastor is known as the ‘all seeing eye’ and all-knowing and
all-powerful people. In this context the pastor has the responsibility of initiating the
vision to preach the word and sets the stage for each aspect of liturgical worship. In
this way the pastor is seen as a ‘super’ person. Hall notes that although such attributes
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are not verbally expressed, they culminate in an unrealistic notion of a ‘super pastor.’
He emphasized that the imagined ‘super pastor’ ultimately leads to disappointment
when he or she does not have sufficient insight into the cultural history, nature, and
context of the local congregation.
This concept of dependency on a solitary individual is challenged by Haslam,
Reicher and Platow (2011, 21) where they argue that this image of a super-pastor is
not helpful if a church believes in a congregational polity and wishes the inclusion of
every member as a valuable contributor to the local fellowship. While the above
authors do not dismiss the important work such individualistic leaders can achieve,
they do, however, after analysis of such a type of leader, want to emphasize a more
inclusive approach towards the whole congregation. They write: “rather than seeing
leadership as something that derives from a leaders’ psychological uniqueness, we
argue the very opposite: effective leadership is grounded in the leaders’ capacity to
embody and promote a psychology they share with others.
Haslam, Reicher, and Platow (2011), reflecting on the super-pastor concept,
advocate four principles crucial for effective leadership. First, the leader must be seen
as “one of us,” an in-group prototype. Second, the leader must advance the interests of
the group. Third, the leader must be able to craft a good sense of the character of the
congregation. This is achieved by representing themselves within the norms, values,
and priorities of the group. Fourth, the leader “must make us matter,” which is
accomplished by embedding the values, norms, and priorities. From the four above
principles it is reasonable to conclude that performance is an integral dimension of
BMC. Sandra Barnes (2010) notes that in BMC failure on the part of the
preacher/pastor to live up to the congregation’s ultimately leads to conflict, as some
members may feel that the pastor has not successfully met their needs.
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Alan Roxburgh (1999,194-98), on the other hand, is of the view that
contemporary churches—especially in the West—have generally accepted the
dominant cultural view of leadership, which depicts the pastor as the skilled or
professional leader of the church. This view is bolstered by Patti Simmon (2003, 29)
who writes that clergy face daunting expectations.
They must fill countless roles—spiritual leader, psychologist, counsellor,
business manager, human resources specialist, to name a few—and those roles expand
so rapidly that a sense of futility sets in as the gap between what they were prepared
for in seminary and what they encounter daily, steadily widens. In addition to feeling
unprepared, clergy can also feel alone. Simmon continues by suggesting that when a
church is relatively small, then the pastor must adopt different roles to ensure smooth
running of its operations. Gary McIntosh, Aubrey Malphurs, Ed Stetzer, and other
have written extensively on small church dynamics. He further goes on to say that
when the congregation becomes big, in terms of numbers and capacity, there is the
need for the pastor to allocate to other roles hitherto occupied by him. Pastoral leaders
cannot take on many functions of the church and expect to play their shepherding role
well.
Aldred (2010, 233) a pastor in a BMC the Church of God of Prophecy, notes
another aspect of members expectation. In a study undertaken to ascertain pastoral
expectations in his own denomination, he describes the view that many members hold
regarding the pastor’s life and how he should function daily:
The minister arose at 6.30 a.m. Monday to Friday but was allowed to lie in on
Saturday and Sunday rising at 8.30 a.m. Mornings were spent on devotions, breakfast,
newspaper, mail, taking the children to school. The afternoon commences with lunch
while watching the news followed by a combination of study, visits, community
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work, washing the car, reading, writing, collecting the children from school and
family devotions. Evenings saw the minister spending time alone visiting the sick in
the hospital and home, in church meetings, family devotions, playing with children,
gardening, helping the children with homework study and going to bed at 10:30.
Aldred (2010, 234) maintains that a new person walking into the church may
have different expectations from others who have been coming to the church for a
long time and this can create potential misunderstandings.
In addition, Nancy Foner (1978, 13) states that in the Church of God of
Prophecy (CoGoP) and the New Testament Church of God (Nt CoG), the role of
leadership is crucial and there are different levels of leadership. In their handbook on
the biblical role of the pastor, emphasis is placed on the leadership as reflected in
Ephesians 4:12, 16. Consequently, the pastor is at the heart of the church; he or she
does not serve as a shepherd only but as a manager too, and must see that the
following is executed:
1. Must give pastoral care to the local church community; and to equip the
leadership and laity.
2. The promotion of fellowship in the local church and the wider community.
3. Provision of general administration and effective management for the local
congregation.
4. To ensure that maintenance of church building is carried out and that health
and safety regulations are in place and implemented.
In summary, it is reasonable to conclude from the above information that the
expectation of the pastor’s role and work in the BMC church is multifaceted and
includes a wide range of task. It is evident from the above that there are a lot of
demands placed on the pastor who has countless role expectations to fulfill: caring for
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the members, administering and maintaining the church, as well as performing
numerous other representative functions within and beyond the congregation. In
addition, pastors often find themselves taking on the responsibility of numerous tasks
including building projects, maintaining church premises, financial managements of
church, accounts, providing advice and support to individuals beyond their pastoral
functions.

Expectations of African Members
Adedibu (2010, 56), an African Pentecostal pastor, points out that the rise of
predominantly African led churches in England particularly in inner city areas is the
result of economic migrants and students who desired their “home” kind of
Christianity. As a result of the increase in the membership of African led churches
several researchers now draw attention to the expected role of the pastors in the
predominantly African congregation in Britain.
A study undertaken by Paul Gifford (2009, 185-192) and Währisch-Oblau
(2009, 61-131) regarding the expectations placed on pastors in their role, function,
and work in the context of African led Pentecostal churches in British society has
revealed significant findings, which revealed that in the early beginnings of a church,
its growth depends largely on the vital contribution of the pastor.
William Kay (2009) opposes Gifford and Wahrisch-Oblau’s view and argues
that when the church gets above about 200 members, the congregation’s contribution
is very significant for its continued growth. He goes on to say that it does not mean
that at the inception or early stages of an African Pentecostal church its congregation
is not important for its growth, but it suggests that the place of the pastor in the
embryonic stage of any church is crucial. Conrad Mbewe (2013) contributes to the
conversation by pointing out that in the neo-Pentecostal churches in Africa, a Baptist
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pastor in Kabwata, Zambia, sees the role of the pastors as similar to that of the witch
doctor in African religion. He indicates that in African Charismatic circles, the “man
of God has replaced the witchdoctor because he is seen as one who carries mysterious
power” (15). Therefore, “when blessings are not flowing our way despite our prayers,
we make a straight course to his quarters or his church for help.” “The crowds are not
looking for someone to explain to them the way to find pardon with God. No! They
want the ‘man of God’ to pray for them.” He continues, “This also explains the
stranglehold that ‘men of God’ have on the minds of their devotees in these circles”
(15).
Währisch-Oblau (2009) interviewed pastors from West Africa. The findings
revealed that most of the pastors see themselves as God’s spokespersons to their
congregations. For them the pastoral leadership structure does not bode well for
African-led Pentecostal churches in British society. Adedibu (2010) explains that a
common feature of most Black Majority churches (Africa-led Pentecostal churches
included) in Britain is that “despite the complexities due to the heterogeneous nature
of these churches, is the hierarchical or pyramidal model of leadership” (242).
Adedibu’s observation reflects the way a pastor is seen among African-led
Pentecostal churches. He asserts from his personal experience and observation and
notes that the pastor within the African-led Pentecostal church community plays the
role of a counsellor, preacher, teacher, and exorcist amongst his range of
responsibilities.
He also believes that the pastor is a very important figure in the church for its
continuity and sustenance. Within this church community he contends that the pastor
is respected and listened to; his or her utterances are seen as God’s exact words.
Hence, members respond in a positive way in order to get the blessings of God. It
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might be argued that the pastor in a typical African-led Pentecostal church carries
much authority and influence. His or her views are seen as vital and significant to the
direction of the church. Name Burgress (2008, 33) describes such leaders as “power
brokers.” Wäurisch-Oblau (2009, 65) suggests that that this authoritative nature of the
pastor is as a result of their “calling as pastors and their close relationship with God,
they receive divine guidance and revelation.” This implies that in their “relationship
to the congregation, they speak with absolute authority and expect obedience”. They
go on to say that the pastor is also seen as a shepherd and the members are only sheep.
They emphasize that the pastor in the neo-Pentecostal church tradition in British
society is seen as a very significant individual who helps members of the
congregation to grow in their faith, experiencing God’s divine blessings by praying
for them and teaching them God’s word. As a result, the pastor is revered and
respected.
This might be quite challenging for indigenous British charismatic churches
with whom he had association and fellowship that may not accord their pastors such a
high level of respect as that seen in the African-led Pentecostal tradition. According to
Gifford (2009, 186) the pastor in such churches is perhaps best understood as
‘Effecter of Scripture,’ consequently “presenting himself (and often his wife) as the
exemplar of scriptural blessing, and what others need if they are to realize the
scriptural promises in a similar way.”
In summary, the above sections briefly addressed the following: a history of
Black Christians in Britain, and information that identified some of the expected
pastoral roles of both African and Caribbean pastors in Britain. The literature, and my
own experience, indicate that pastors have many varied and multifaceted expectations
to fulfill.
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Successfully Managing Expectations
In order to have a meaningful discussion regarding the pastoral expectation of
members in a multicultural congregation, one has to ascertain how such role
expectations can be managed. In general, it appears that the volume of literature that
specifically addresses how pastors of largely African and Caribbean congregations in
the western context successfully manage cultural expectations is limited. According to
Pollard (2010,125), identifying the expectations of followers is neither simple nor
easy. He goes on to say that it is even more challenging when the followers represent
a diverse collage of cultures, races, languages, and so on. Pollard (2010, 126) further
observes that while the rich mixture of cultures provides opportunities to reflect the
external environment; it also represents challenges. In his view one can never assume
all peoples think alike.
Malcom Patten (2016, 100) points out that individuals walking into a church
may have different and varied expectations from other people which can also create
the potential for misunderstanding. Pollard (2000, 122) is of the view that problems
can arise when there is disparity between leader beliefs and follower’s expectations.
He argues that on such occasions, which are rapidly becoming the norm in our diverse
multinational organizations, we ought not to assume that the perspective of the leader
matches that of the followers. For example, he says a leader with an individualistic
view would be challenged to lead those with a collectivistic perspective and vice
versa. Name Snoek (1996, 364) suggests that conceivably, “any person who is
actively concerned with a person’s performance presumably holds expectations
regarding his [or her] role” and has a say in the expectations associated with that role.
Consequently, William Goode (1960, 483) asserts that people will inevitably be
unable to meet all of the expectations placed on a given role. He maintains that they
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will experience role strain and have to manage their lives and relationship in such a
way to reduce it. Livermore (2009, 140) reminds us that if leaders do not become
conscious of the cultures in which they are embedded, those cultures will manage
them. He says that cultural understanding is desirable for all of us, but it is essential to
leaders if they are to lead well.
For example, Peter Sarlin, (2003,10) believes leaders in a multicultural
congregation should be sensitive to the diversity whether it is age, gender, class,
occupation, values, interests or status. Patten (2016, 103) also echoes the previous
author and clearly recognizes that sensitivity to intercultural issues require the input of
those who have experience crossing cultural boundaries and understand how others
may feel. Lawerence Downing (2006, 6) also agrees with Sarlin (2003) and argues
that in a multicultural congregation the pastor’s attitude, behavior, and skills make an
important difference. Downing (2006) further indicates that people appreciate positive
but realistic attitudes, and nothing is a substitute for good communication. He goes on
to say that it is important that the pastor spend time learning about the people, their
history, culture, and traditions. Walter Douglas (1999, 8-11) emphasizes that as cities,
neighborhoods, and congregations change with the arrivals of immigrants from Asia,
Europe, Africa, and the Caribbean, the church, and more particularly, the local pastor,
will have to come up with creative and imaginative ways to develop and nurture
cultural harmony. Patten (2016) reinforces the previous authors views and states that
thoughtful leaders who are sensitive to the culture can help solve problems in ways
that others may not have thought of (103).
Another way to manage expectation in a multicultural congregation is that
which is suggested by Patten (2016), according to a way to manage expectation is to
develop a diverse leadership team. He suggests that doing so will allay some of the
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burden on the pastor. He emphasizes that there are significant challenges for leaders
of churches in multicultural contexts and the solution is to develop a diverse
leadership team. Patten (107) recognizes that in developing a diverse team the church
will be better able to respond sensitively to the needs of members of differing ethnic
and cultural backgrounds if there are people in the team who understand the context
of the need. Patten reinforces this viewpoint and maintains that generally people of
other ethnic backgrounds appreciate that you may not understand all that is
happening, but finding friends, building good relationships with other church leaders
in the local community who are from similar ethnic backgrounds to those you serve
will provide a good place to turn to for insight and advice in negotiating cultural
expectations (103). The reason he gives is that it is not possible to know everything
about the customs of all of the different people that make up a multicultural
congregation.
Patten also speaks of an awareness of the dynamics of the church with regard
to pastoral care while at the same time facilitating better integration and improving
mutual care across congregations. He argues that in order to offer appropriate pastoral
care a church needs to appoint a team facilitating better integration and improving
mutual care across the congregation. Patten says, “I realized very early on that I
would make many errors of judgment as a minister, because I would not always
understand what was being said and what the expectations were of me in a given
situation. I also realized that I would need to learn to be flexible and adaptable,
because no amount of ministerial training can prepare you for every cross-cultural
encounter which comes your way” (99).
Patten (2016) draws attention to the idea that there will be times when one
may want to gently confront certain practices which seem oppressive or feel
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inappropriate, but consultation will stand you in good stead in understanding how to
do so in the best possible way. Hence, he suggests two things are necessary in this
instance: (1) careful preparation is essential both to listen and to take time to be clear
what the participants are asking for and to consider how to accommodate their
cultural preferences, (2) and that it is wise to find friends who understand these
cultural practices to help one think them through carefully. He then goes on to say that
whatever the diversity in your church the principles of remaining flexible, adaptable,
and ready to improvise will serve you well. He takes the view that generally people of
other ethnic backgrounds appreciate that you may not understand all that is happening
but finding friends who do will help you greatly.
Similarly, Delbert Sandiford (2010) argues about the need to develop an
adaptable and flexible approach in dealing with individuals in a multicultural context.
Sandiford goes on to say that it becomes difficult to hold all this together by seeking
to impose a particular set of values. Yet with diverse values ministry can be scary.
Although, some flexibility, willingness to go with the flow, capacity to learn on the
hoof, and ability ‘to tune and band with’ as you face scary situations seems like a
good starting point (24). He maintains that leadership in such situations call for some
different skills from those normally applied to a culturally homogenous organization.
Delbert Sandiford (2010) and Andy Jolly (2015) have identified other ways in
which a pastor in a multicultural context could manage the expectations of their
congregations. They explain that pastoral presence at church activities is an important
aspect of contact with the congregation. They draw upon examples from their own
congregation, explaining that in their churches there are often multiple activities at the
same time. However, having recognized that they are unable to attend all of the
different culture functions and activities, they do manage the different expectations of
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various cultural groups by choosing to make an appearance at least at one function to
let that group know that they are interested.
John Brunt (2015, 5162) echoes Jolly and Sandiford’s view and suggests that
when the pastor is present, he or she needs to show that they are genuinely interested
in what is happening. They further point out that the pastor does not have to stay for a
whole party or social event. From their perspective, the pastor knows he/she cannot
attend all the different cultural functions but by selective and partial presence, they
can have a significant amount of contact with members, which will communicate
genuine interest in all that the members are doing for the church.
Thomas and Inkson (2009) join the conversation regarding managing
membership expectation and suggest that managing cultural differences in groups is
not just managing a set of one-to-one relationships between oneself and others from
different cultures, but often means managing situations in which the cultural
difference among those being managed is itself an issue. If as many teams in the
church as possible include members from differing ethnic backgrounds this can help
manage expectation of its members. They argue that there is a need to encourage,
mentor and develop potential leaders from each cultural group within the local
congregation. In their view these individuals should be familiar with ministry in
multicultural contexts and will point to the need to be intentional in identifying and
training potential leaders who are diverse culturally, which could be classed as the
cultural intelligence needed to lead in a BMC.
One might conclude that for the pastor to manage his /her role effectively such
individuals should respond in a unique way to each cultural group. Patten (2016, 101)
argues that pastoral care ministry within a multicultural church will provide many
surprises, more than he can recount. He further speaks of new ways that people can do
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things and that the significance behind them is likely to be discovered all the time. He
recognizes that such situations become a journey of diplomacy and tact to negotiate
your way through your potential understanding, which it often seems are just waiting
to trip you up. Patten (2016) also believes that talking through what will happen and
asking if anything should be included that would make the occasion feel more
personal and culturally appropriate may prove more helpful.

Cultural Intelligence
In recent times, there has been more specific emphasis on books written about
cultural diversity. This includes books such as Talking About Cultural Diversity in
Your Church: Gifts and Challenges by Michael Angrosino, Leadership in
Multicultural Congregations: Embracing Diversity by Richard Foster, and Embracing
Diversity by Leslie Pollard. Consequently, many of these books have been written in
the field of business and many of them are in the specific area of cultural competency
and intelligence. These books recognize that cultural intelligence and competency is
an imperative in modern business because of the economic and financial world is also
multicultural and multi-ethnic.
Researchers in the field of cultural studies generally agree that the concept of
cultural intelligence was pioneered by Earley and Ang. According to Plum (2008) the
concept of cultural intelligence can be traced back to an article written in the United
States in 2002 by the international management expert Christopher Earley. Plum says
subsequently that Earley and Ang wrote and published a trendsetting book in 2003
about cultural intelligence. It was titled, Cultural Intelligence: Individual Interaction
Across Cultures. The book was written primarily to assist business people to
understand and work with people from diverse cultural backgrounds. In the book they
established a business concept called ‘quotient theory’ (CQ) also known as cultural
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intelligence. They define cultural intelligence as “the capacity to deal effectively with
other people with whom the person does not share a common cultural background and
understanding” (2003, 12). Since Earley and Ang’s book on cultural intelligence
David Livermore has popularized the concept.
Livermore (2009, 45) reminds us that the concept of cultural intelligence is
relatively new. He says it is a multidisciplinary approach that draws from
anthropology, sociology and psychology and provides a coherent framework for
dealing with the array of issues in crossing cultures. He believes that a repertoire of
culturally intelligent thoughts, attitudes, and skills makes us more effective crossculturally. For Livermore (2009) cultural intelligence provides a useful coherent
approach to account for the internal and external dynamics that occur in crosscultural interactions Inkson and Thompson (2009) echo the two previous author's
view and state that, in its broadest sense, cultural intelligence is the capability to
interact effectively with people from different cultural backgrounds. They maintain
that cultural intelligence is composed of many facets. For them cultural intelligence
enables us to recognise cultural differences through knowledge and mindfulness and it
gives us an ability to act appropriately across cultures. Thomas and Inkson (2009,155)
remarked that
Cultural intelligence involves three components knowledge, mindfulness and
skills. Raising your cultural intelligence requires experiential learning that can take
considerable time. It requires a base level of knowledge, the acquisition of new
knowledge and alternative perspectives through mindfulness, and the development of
this knowledge into behavioral skills. The acquisition of cultural intelligence involves
learning from social interactions. Such learning is a very powerful way in which
people's experiences are transferred into knowledge and skills. Social learning
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involves attention to the situation, retention of the knowledge gained from the
situation, reproduction of the behavioral skills observed, and finally reinforcement
(receiving feedback) about the effectiveness of the adapted behaviour.
In summary, the concept of cultural intelligence is a key to assist in
understanding cultural differences and makes it possible for a pastor to minister more
effectively cross-culturally. This definition of the concept of cultural intelligence is
necessary in the development of leaders. According to Thomas and Inkson (2009,153)
cultural intelligence in its broadest sense, is the capability to interact effectively with
people from different cultural backgrounds. Cultural intelligence is composed of
many facets. Cultural intelligence enables us to recognize cultural differences through
knowledge and mindfulness, and it gives us an ability to act appropriately across
cultures. They maintain that the culturally intelligent persons draw on a breath of
experience and can choose subtly different behaviors that perfectly fit the situation.
Cultural intelligence involves understanding the fundamentals of intercultural
interaction, developing a mindful approach to intercultural interactions, and finally
building cross-cultural skills and a repertoire of behaviors so that one can be effective
in any intercultural situation.

Developing Local Church Leaders to Appreciate Cultural Intelligence
It could be argued that for one to have a meaningful discussion in the area of pastoral
leadership expectations, in a multicultural church context, there must be an
appreciation of cultural intelligence. Authors and scholars writing in the area crosscultural leadership agree that a vital ingredient in developing leaders in a culturally
diverse group is that they should become culturally intelligent. Inkson and Thomas
(2009) consider cultural intelligence to be important, purely because models of
leadership and church governance differ widely between countries and cultures even
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within the same denomination. They argue that Cultural intelligence offers unique
characteristics and provides a framework for the kind of leadership that should be
developed in a multicultural context. Livermore (2010, 15) insist that leadership is a
multicultural context is a challenge. He points out that the subject of cultural
intelligence is crucial for leaders who come from or serve in different cultures and
countries. Patten (2016, 100) explains that cultural intelligence on the part of a leader
is necessary:
It is not possible to know everything about the customs of all the different
people that make up a multicultural church. And even if it were possible to do so,
customs differ not only between people of the same ethnic group but also over time.
Some will prefer to follow their traditional customs as precisely as if they were still
living in their own country. Others will more readily fuse their own customs with
local practices and be willing to change and adapt. It is important to take time to
listen, ask questions and be flexible in order to accommodate any cultural variation in
one’s current congregation.
Inkson and Thomas (2009, 62) argue that the culturally intelligent person also
needs to increase their repertoire of skilled behaviors, particularly social behaviors,
and to be able to deploy these appropriately in different cultural settings. They further
state that elements of knowledge, mindfulness, and skills enable the practice of
cultural intelligence in skilled performance that is adapted to cultural settings the
individual faces.
Inkson and Thomas (2009, 22) clearly believe that knowledge, mindfulness,
and skills are key elements in cultural intelligence. However, for them these they are
not enough. They further explain that in practice, cultural intelligence is seen in and
judged by skilled behaviour. They emphasized that cultural intelligence is not just a

60

mind game, but people have to be able to perform. In the context of leading in a
diverse church they believe that a significant element of cultural intelligence is cross
cultural skills. They explain that behavioral scientist has long been aware that the
concept of skill can be applied to social behaviour. In business, for example, the most
perceived causes of problems are not technical or administrative deficiencies but
problems such as communication failures, misunderstandings in negotiations,
personality conflicts poor leadership styles, and bad teamwork- in other words
inadequacies in ways that people interact with each other.
Similarly, Muna and Zennie (2011, 73) focusing on developing multicultural
leaders, suggest that one must become culturally sensitive. For them being culturally
sensitive involves immersion in a new culture. This involves the following:
1. Reading and learning about the outer as well as the inner layers of the onion
cultural values, norms, and their sources.
2. Reaching out to better understand the context and circumstances of other
cultures before making judgements about what is right and or wrong and what is good
or bad, in short being open minded and non-judgmental
3. Interacting empathetically with its people. Remember one of Coveys seven
habits seek first to understand, then to be understood.
4. Looking at differences as opportunities to bridge the gulf between cultures
finding common ground in apparent differences
5. Acting toward mutual benefits of both parties without 'going native' and
6. Finally and perhaps most important having the ability and willingness to
continuously learn from the enriching experience of working and living in different
cultures.
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Skilled interpersonal performance is vital, and many companies offer skills
training as part of their employee development programs.
Thomas and Inkson (2009, 135) point out that differences are important
because they involve different ways of working together and therefore put pressure on
the cultural aspect of group functioning. Knowing when cultural intelligence matters
can help us structure work groups effectively and understand why cultural differences
have a big effect in some organisational group and not in others. Teams require highly
developed, trusting, long-term relationship between their members and cultural
intelligence, the management of intercultural differences and the realization of crosscultural potential are critical.
David Thomas and Kerr Inkson (2009, 155) also suggest that improving
cultural intelligence by learning from social experience means paying attention to and
appreciating critical differences between oneself and others. For them this requires
some knowledge about the ways in which cultures differ and how culture affects
behavior. They insist that to retain this knowledge we need to be able to transfer what
we learn from a specific experience to later interactions in other settings. They
contend that to reproduce the skills, we need to practice them in future interactions.
To reinforce the skills, the more frequently and mindfully we try our behaviors and
are successful, the more quickly cultural intelligence improves.
Thomas and Inkson maintain that the culturally intelligent person needs to
increase his or her repertoire of skilled behavior, particularly social behaviors, and
able to deploy these appropriately in different cultural settings. The elements of
knowledge, mindfulness, and skills enable the practice of cultural intelligence in
skilled performance and are adapted to cultural settings the individual’s faces.
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Cultural intelligence emerges or is derived from anthropology, sociology, and
psychology and provides a coherent framework for dealing with the array of issues in
crossing cultures. Because leadership in a multicultural context is a challenge, cultural
intelligence is critical for leaders in multicultural congregational contexts.
The culturally intelligent person needs to increase their awareness and
knowledge and be able to deploy these appropriately in different cultural settings.
What are the basic principles of cultural intelligence and how they can best be learned
by or taught to leaders?

How Pastors Managed Expectations in a Multicultural Context
The leaders and pastors have managed expectations in multicultural
congregations in the following ways:
1. Identifying the expectations of members is neither simple nor easy, even
more so when the members represent a diverse collage of cultures, races,
languages, and so on. While the rich mixture of cultures in churches reflects the
external environment; it also represents challenges. In view, one can never assume
all peoples think alike.
2. By being sensitive to the diversity whether it is age, gender, class,
occupation, values, interests, or status.
3. By recognizing that sensitivity to intercultural issues require the input of
those who have had experience of crossing cultural boundaries and understanding
how others may feel
4. By recognizing that in a multicultural congregation the pastor’s attitude,
behavior, and skills make a difference.
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5. Management by a pastoral presence at church activities is also an important
aspect of contact with the congregation. Manage the different expectations of the
different group know that you are interested.
Other ways in which the pastor in a multicultural church can manage the
expectation of the members is for he or she to compose a leadership team. This team
should consist of individuals from the various representative cultural groups. Here I
draw upon M. McCall and G. Hollenbeck (2002) who suggest that an effective
multicultural leadership team should consist of individuals with the following:
1. The ability to deal with people from the different cultural background.
2. Wide range of exposure and experiences
3. Honesty and integrity
4. Communication, listening, and convincing skills
5. Determination tenacity dedication and persistence
6. Open- minded, flexible in thought and tactics
7. Cultural interest and sensitivity
8. Able to deal with complexity
9. Stable personal life
Cleaver (2014, 33) believes that if such a team is going to be effective all the team
members must share the same values, beliefs, and culture as the leader. He states that
the leadership team must be on the same page, otherwise, those you intend to lead will
see disunity. He goes on to say that if the leadership is not united then the
congregation will not be united. Patten (2016, 74) observes that the above individuals
are the ones who love God and desires to see the church grow.
Thomas and Inkson 2009,158 believe that to manage cultural expectations cultural
intelligence is important. This intelligence they remarked requires training.

64

Consequently, this training is valuable but involves learning from experience and
building knowledge that develops skills that need to be trained if one can be applied
across cultures.
Another way to manage expectation is to delegate through empowering team
members from the different cultural groups. Evelyn and Richard Hibbert (2014, 186)
notes that empowering team members is helping them to feel confident, capable to do
a specific task through directing, delegating, and encouraging them. According to
them it means developing people through mentoring and helping them and being
grateful to push them forward. They further suggest that empowering help the team
members to identify their gifts, and providing them with opportunities to use them by
helping them find aspects of a team ministry that their abilities are suited for
This chapter has attempted to ascertain relevant information regarding specific
pastoral expectations in the context of Africans and Caribbean Christian
congregations in Britain. I have gained insights from the literature review that will
build a solution that I am addressing in this project. The literature highlighted the
following expectations:
The BMC is not only a place for worship and preaching or a place of refuge
where rejected and broken humanity meet, but that it also provides care and healing
for each other. The church has also acted as a psychological buffer against the ravages
of a perceived brutal society. The pastor is expected to deal with the problems of
accommodation, schooling, and medical care, emotional and psychological issues.
The pastor is expected to perform in concert with his people, losing
confidence only if the early returns indicate he is incapable of fostering
congregational unity and positive change in lives and society. The pastor holds a
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unique position in the congregations, so churches tend to see their life through the
pastor-centered paradigm.
The pastor is a very important figure in the church and the community for its
continuity and sustenance. The pastor is respected and listened to; his or her
utterances are seen as God’s words. The pastor in a typical African-led Pentecostal
church carries much authority and influence. The pastor’s views are seen as vital and
significant to the direction of the church. The pastor is one who has absolute authority
and expects obedience.
The pastor is also seen as a shepherd and the members are only sheep. The
pastor in the neo-Pentecostal church tradition in British society is seen as a very
significant individual who helps members of the congregation to grow in their faith,
experiencing God’s divine blessings by praying for them and teaching them God’s
Word. As a result of this the pastor is revered and respected. The pastor must give
pastoral care to the local church community: to equip the leadership and laity, he must
also promote fellowship in the local church and the wider community.
Similarly, pastors should provide general administration and effective
management for the local congregation. To ensure that maintenance of the church
building is carried out and that health and safety regulations are in place and
implemented.
In the next chapter we will proceed to discuss the methodology adopted in the
research to determine the variety of cultural expectations of different groups in the
specified churches as a way of considering SDA pastoral leadership in multicultural
congregations.
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CHAPTER 4

PROJECT ACTION PLAN

Introduction
In 2017, the North England Conference administration evaluated my ministry
and although they were satisfied with my performance, the feedback from one of my
congregations, Kingstanding, indicated some dissatisfaction. It was evident from the
pastoral evaluation that the different ethnic, racial, and cultural groups have different
expectations of the role and responsibilities of my ministry. At first it was difficult for
me to appreciate the findings of their evaluation. Nevertheless, I was grateful for their
forthright observation.
This chapter will present a strategy used to manage the members’ expectations
of my pastoral work. The theological reflection and the literature review were the
basis for the development of the strategy, which are presented in three sections: (1) a
profile of the congregations, (2) the development of the strategy, and (3) the action
plan for the strategy.

Profile of the Congregations: Kingstanding
The Kingstanding Church is situated in the north side of Birmingham within
the territory of the North England Conference of Seventh-day Adventists (SDA), in
England. The Church records indicate that the congregation emerged from a group of
12 members who lived in the Kingstanding area. Previously, many of the founder
members were driving about 10 miles to attend worship services in the Camphill
Church, Birmingham. In dialoguing with some of the founding members, it was
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evident that there was a need to establish a church that is more accessible to them than
Camphill, Birmingham. This led to establishing the Kingstanding Church.
The church began as a small group that met on Wednesday evenings,
primarily prayer meeting. After much discussion and reflection, it was agreed that
there was a need to expand into a broader church service on Saturday. Soon thereafter
the focus changed and the group of 12 began to grow and gradually they steadily
expanded into a branch Sabbath School, then a company, and in 2018 it was
organized as a church—still in the Kingstanding-community center—the membership
more than doubled with about 25 members and about 15 regular visitors.
The dominant ethnic group that attends has its roots in the Caribbean,
particularly Jamaica. There are a few first-generation Africans and one White English
member that regularly attends.

Profile of the Perrybeeches Congregation
The Perrybeeches Church can trace its roots back to the Handsworth SDA
Church in the north side of Birmingham. At the inception it was named African
Fellowship. The Perrybeeches records reveal that in early 2000 there was an influx of
individuals from the African continent. They primarily came from Zimbabwe, Ghana,
Nigeria, and a few other countries. The church record shows that some of the first
generation. African members felt that their needs were not being met in a
predominantly British Caribbean congregation. With the perceived need to worship
within their cultural context, they began house meetings in late 2003 and by January
2004 they were formally established as a group. On the 10th of April 2004 the group
moved to rented accommodations at the Elmwood Baptist Church on Hamstead Road,
Birmingham. Not surprisingly, their continued growth caused them to relocate to the
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Handsworth Wood Girls School on the 30th of April 2005 where they established a
branch Sabbath School with a membership of 20 individuals.
The African group continued to grow at Handsworth Wood Girls’ School over
the next nine years and in December 2014 they relocated to their own
accommodation: Perrybeeches Seventh- day Adventist Church at 55 Thornbridge
Ave, Birmingham. The present attendance on a Sabbath morning is approximately
160.

The Development of the Strategy
This section aims to show the development of strategy that was used to
identify and manage the different members’ cultural expectation of the pastor’s role.
The plan was to divide the strategy into three phases. The first phase was the
organization of a multicultural leadership team. The second phase was to carry out
training and mentoring of selected members in leadership. The third phase was to
delegate selected responsibility to the different cultural groups.

Organization of Multicultural Leadership Team
A leadership team was organized consisting of nine members from the
Kingstanding and Perrybeehes churches. The purpose for developing the team was
primarily to have a working group which hopefully represents the mosaic of the
people in God’s kingdom. The team included members from each of the different
cultural groups from each congregation. A primary mission of the team is to offer and
facilitate appropriate pastoral care across these various cultural groups. A central
purpose of the team was to understand and respond sensitively to the needs of the
members from the differing ethnic and cultural backgrounds. The criteria for selection
of each team member was also to (1) represent one of the cultural groups in the
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congregation, (2) be in an influential leadership position, (3) be a baptized member
over the age of 18, (4) be open minded and flexible, (5) be both culturally sensitive
and conscious, and (6) be able to manage cross-cultural issues.
In selecting the group thus, it is cognizant that sensitivity to intercultural
issues requires the input of those who have had an experience of crossing cultural
boundaries and, understanding how others may respond to any single situation.
I was of the view, informed by general observations of the members in the two
churches over a period of three years, that the criteria given above could provide a
team with the necessary cross-cultural sensitivity and to provide substantive crosscultural support to the pastoral team to enhance pastoral ministry.
This would reinforce the understanding that there is no one person who should
be responsible for pastoral care in any multicultural situation. Also, being sensitive to
diversity of age, gender, class, occupation, values, interest, status, etc. would enable
the membership to have a better perspective of how they may respond to a culturally
diverse situation. It will also help the congregations to appreciate that the pastor is a
member of an important leadership team in the church. This model, in effect, could
instill in the broader membership a sense of belonging, to which they could aspire.
The team was to be assigned various tasks: (1) to help generate ideas how best
the pastor could manage members’ expectations, (2) to recommend the most effective
method to be used in gathering the data for the project. The team members were also
to undergo two hours of training in cultural intelligence conducted by myself, the
pastor and researcher: The two main topics that were to be addressed are: the role of
cultural intelligence in a culturally diverse congregation and an appreciation of the
pastor’s overall responsibility. The other aspects of the training would seek to develop
listening skills and to how identify members expectation of the pastor’s work. The
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training was to equip and empower the team members with an appreciable amount of
knowledge to identify cultural intelligence within the congregation so they can assist
the pastor to enhance the pastoral management of the church. Also, that empowering
helps the team members to identify their gifts and provides them with opportunities to
identify an aspect of team ministry to which they are suited. This should be the basic
requirement for doing outreach before venturing into an outreach program. This in
effect can be summarized as “In reach before Outreach.” However, more specific the
objective is having a trained team from the membership to assist the pastor in training
the wider church community in cultural intelligence. The purpose of the cultural
intelligence seminars would be to enable the congregations to recognize cultural
differences and to act appropriately within a multicultural setting.

Training/Mentoring Potential Church Leaders: The Process
The second phase of the development strategy was to conduct some training
seminars via Zoom, as to how members of the team could facilitate pastoral care in
collaboration with the pastor so that leaders could be more sensitive to the needs of a
multicultural membership. These topics were to be part of the seminar material, which
the team members would be part of and which I would deliver.
As well as the seminars, selected team members will undergo mentoring in
leadership. It is expected that apart from the pastor one or two other individuals are to
be involved in the mentoring and leadership processes. The seminars, which will be
presented by me, as the researcher, and two ministerial colleagues. The format of
these seminars will be interactive to encourage maximum member participation.
In the context of this perceived strategic development, there will be more
individuals to participate in the development mentoring as defined as developmental:
caring, sharing, and helping relationships where one person invests time, know-how,
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and effort in enhancing another person knowledge growth skills for better
performance. This has the potential for a positive outcome of multicultural church.
Regarding the benefits of the proposed mentoring of a select group within a
multicultural congregation, Hibbert and Hibbert (2014, 186) note that empowering
team members in helping them to feel confident in doing a specific task by directing,
delegating, and encouraging a sample of individuals within the varied cultural groups.
Hibbert and Hibbert further note that projects like what is being pursued in this
dissertation benefit people to develop through mentoring.
The next step in the training process was to take the group through the pastor’s
responsibility as presented in the minister’s manual. The entire mentoring of leader’s
seminars was to be done over a two-month period.
At the completion of the mentorship program and the seminars, the researcher
and the team would decide how and when the seminar material would be presented to
the wider church membership. After the seminars and mentorship program, the
researcher and the team members will develop a research instrument for collecting the
data for the project: It should be borne in mind that a primary purpose of the data
collection would be to ascertain the expectation that the different cultural groups have
of their pastor, Another purpose for the data collection, would be to glean from the
various cultural groups the skills set a pastor should have to manage a multicultural
congregation. After the data was collected from the various cultural groups, it would
be evaluated and grouped in separate common themes.

Action Plan for the Strategy
In this section we are presenting the strategy by which the project will be
developed and executed. The first task was to ensure that the culturally diverse team
was to be effectively trained to have a working understanding of what it means to be
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culturally intelligent. It is to be appreciated that cultural intelligence is not generally
understood within a multicultural setting: (as presented earlier in the chapter, there is
the need for proper training in cultural intelligence because it is shown to be essential
for harmony within a multicultural church). Therefore, to have meaningful qualitative
responses to the questionnaires and semi-structured interviews from the team
members the seminar is to guide them to recognize and encourage quality responses
to make the link between skill sets and relevant expectations. This, therefore,
indicates why it is required that the team members will participate in all aspects of the
training seminar.
The seminars will be a duration of four weeks and conducted by the person in
charge during the latter half of 2021. The focus of the seminar was on the benefits of
being culturally intelligent within a multicultural congregation. In addition to the
above-mentioned seminars focusing on cultural intelligence. The seminars would also
cover the following areas: effective cross-cultural communication, leading cross
culturally, causes of cultural misunderstanding, and the importance of diverse cultural
team ministry. These seminars for the team would be conducted one hour a week for
four weeks. Because of the covid-19 pandemic, the four hourly sessions were
arranged to be done in the evening on the Zoom platform. After the four-week
seminars for the team members, a two-hour presentation on cultural intelligence were
to be presented to the wider church community in the two congregations. It was also
envisaged that the seminars would empower the entire membership to find ministry
opportunity suited to their individual ability.
Subsequently, a two-week seminar, via the Zoom platform on the conference
expectation of the pastor, to his congregation will be conducted by myself.
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(See chap. 3 literature review under cultural intelligence for examples of advantages
and benefits of the application of cultural intelligence in a multicultural context).
An objective of the above series of seminars is to facilitate a better
understanding of an application of cultural intelligence within multicultural settings.
The seminars are to be done to ascertain how the application of an understanding of
cultural intelligence may assist in understanding how the pastor functions and meet
the expectation of the diverse cultural groups.
It was envisaged that having gone through the series of seminars the
congregation will have an appreciation of the possible benefits of cultural intelligence.
It is also expected that each congregation would be empowered by the training, and
having had an exposure to the value of cultural intelligence, will opt to apply and
further develop their new experience for the betterment of a multicultural church, and
indeed, a better interaction within their neighborhood, thus facilitating church growth.
It is expected that the above congregational appreciation of cultural
intelligence, is in accordance with Thomas’ and Inkson’s (2009, 135) view that
knowledge, mindfulness, and skills are key elements in cultural intelligence. Also,
Cleaver (2014, 33) believes that if such a team is going to be effective, its members
must have workable values, beliefs, and culture as the leader, to avoid disunity; and
that a team with such an approach demonstrates the love of God and therefore desires
to see the church grow. Thomas and Inkson (2009, 158) rejoin the conversation and
remark that cultural intelligence is essential to manage cultural expectations; and
remarked this intelligence requires training.
The seminars were designed to address areas of cultural intelligence to
include:
1. Cultural values, norms, and their relationship to expectation.

74

2. Understanding the context and circumstances of other cultures without
being judgmental about any unfamiliar issue encountered.
3. Interacting empathetically with-its people. One of Covey’s seven habits is:
seek first to understand, then to be understood.
4. Looking at differences, as opportunities, to bridge the gulf between cultures
and before finding common grounds in apparent differences.
5. Aiming to arrive at mutual understanding across the diverse cultural group.
6. Perhaps, most importantly, is to acquire the ability and willingness to
continually learn from the enriching experience of working and living in
multicultural context.
The cultural intelligence seminars were to ascertain how the pastors function
interactively among the various cultural groups. Another objective of the seminars is
to encourage cultural understanding to foster a better relationship among the
membership.
At the end of conducting the seminars, the researcher will facilitate an hour
final seminar for the whole church addressing the benefits of cultural intelligence for
a thriving congregation. It is also anticipated that a few of the team members will
participate with the pastor in sharing their skills with the wider church community.
Subject to the British government covid19 guidelines, the seminars would be
conducted at the earliest convenience after church attendance reconvenes. The
Discussion seeks to elucidate key elements in the following areas:
1. The relationship between the culture of individual and the pastoral
expectation.
2. African and Caribbean members expectation of the pastor role.
3. Managing the challenges of multicultural ministry and the pastor’s role.
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4. Independent feedback.
An evaluation of the seminars will be done by doing an anonymous survey to
know what individuals thought of and learned from the sessions.

Questionnaires
To implement the strategy, the next step after the seminars was to gather the
data for the project. It was agreed, by the support team, that a qualitative approach
would be taken in developing the instrument to gather the data. Hence, questionnaires
and semi -structured interviews were the research instruments that would to be used.
A questionnaire will be designed, as an instrument, to organize the responses to the
questions which will include skill sets and members expectation of the pastor.
Thus, the next phase was to formulate the questions—bearing in mind the
focus of the project: members expectation of the pastor. The questionnaire of 25
questions were designed and checked by the appropriate body before distributed
anonymously—without the knowledge of the researcher—to the participants who
have agreed to take part in the project.
The significance of the process to design an easily understood questionnaire
cannot be overstated, because the quality of the project is dependent on the
willingness of the participants to provide data that are relevant.
The sample size of 25 questionnaires were anonymously distributed by one
team member who was randomly selected. The team member will meet with the other
team members to discuss the questionnaire and explain what is required. These
completed questionnaires were to be returned to the two team members within seven
days of receipt either by post or as given on the questionnaire form. Once the
questionnaires are in, the data will be collated by the two team members in the
presence of at least two witnesses and the pastor.
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Semi-Structured Interviews
The semi-structured interviews were the next phase in the action plan strategy.
It is generally agreed by many researchers that another way of gathering reliable data
is by using semi-structured interviews. The reason is that semi-structured interviews
are often considered as an effective way to know the ideas, thoughts, views, and
experiences. Patton (2002, 278) observes that an interview is a common method of
gathering data in qualitative research. He remarked: “The purpose of interviewing is
to allow us to enter the other person’s perspective. Qualitative interviewing begins
with the assumption that the perspective of others is meaningful and knowable.”
Denscombe (2003,167) joins the conversation regarding the effectiveness of semistructured interviews and observes with semi-structured interviews. The interviewer
has a clear list of issues to be addressed and questions to be answered; however, with
the semi-structured interview the interviewer is prepared to be flexible in terms of the
order in which the topics are considered, and perhaps more significantly, to let the
interviewee develop ideas and speak more widely on the issues raised by the
interviewer. The answers are open-ended, and there is more emphasis on the
interviewee elaborating points of interest.
The idea was that one individual from the team and the other an independent
individual—who is external to the team—would interview the voluntary participants.
The interviewers were to be directly contacted, by myself, and asked about their
willingness to conduct the interviews. The purpose and nature of the involvement of
the potential participants were to be explained by the interviewers. These interviews
were to be undertaken over a two-week period.
The interviewers were to organize an interview schedule that was convenient
to both the interviewer and the interviewee. Each interview would consist mostly of
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open-ended questions. They would interview one participant from each of the cultural
groups. It is estimated that the duration of each interview session would be
approximately 30 minutes.
The interviews were not to be recorded but it is expected that the interviewer
will take notes. However, the interviewer is expected to make relevant notes as the
basis for the findings which could be used anonymously in the project.
Where necessary after analysis, the interviewers could seek to use follow up
questions to seek clarification from the relevant interviewee. If the lock down is still
active the interviews were to be conducted on the Zoom platform. It should be
emphasized that confidentiality was of upmost importance. Only the interviewer will
know the names of the interviewees and their names will not be published or shared
with anyone else.
Sufficient attention was to be given to the way in which the questions for both
the questionnaire and semi-structured interviews were constructed. Both the
questionnaire and the interviews would seek to ascertain the members expectations of
the pastor. The design of the survey and formulation of the questions can be seen in
the appendix. The findings of the research would be shared with each church board
and the relevant information of each congregation highlighted. It is hoped that the
membership will embrace the relevant research findings for the further development
of the church. I am indebted to all the participants in this research fand is most
grateful. A copy of this dissertation will be available at the church and at the North
England Office for further information.
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CHAPTER 5

IMPLEMENTATION

Introduction
A main discussion in contemporary British Seventh-day Adventism is the
cultural diversity that is currently evident in most of our church congregations.
Congregations are becoming more multicultural because of the different people
groups migrating to Britain, primarily for economic purposes. It is an established fact
that in the last 20 years many Adventist congregations have shifted from being
predominantly mono or bicultural to being dominantly multicultural. As a result of
this trend, it raises the question of the expectations these different cultural groups
have of their local pastor.
This chapter describes what happened during the implementation of the action
plan in the Kingstanding and Perrybeeches congregations, including the formation of
a multicultural leadership team, the training of the team, mentoring, and data
collection.

Creating the Multicultural Leadership Team
The project focused on how to manage pastoral expectations in a multicultural
church. It was implemented in three phases. The first phase began with forming a
multicultural leadership team. The members of the team were chosen from the two
congregations. My five years as the pastor of the congregations gave me knowledge
of the individuals in the different cultural groups, which gave me a working
understanding in selecting everyone for their role in the team. The members were
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contacted between the 12th and 18th of February 2021, and graciously accepted the
invitation to participate in our project. After their acceptance, followed by an
explanation of the significance of their interactive roles, the newly selected team
members were deemed ready to facilitate more detail regarding the nature and
purpose of the project. An important criterion for choosing each team member was
that they had to represent one of the cultural groups in their respective congregation,
be in an influential leadership position, be over 18 and a baptized member, and be
culturally sensitive and able to deal with cultural complexity, which includes the
differing cultural group’s needs and their history. A primary reason for the formation
of the team was to respond sensitively to members of the differing ethnic and cultural
backgrounds and to understand their needs. It was believed that if a culturally diverse
leadership team possessed these qualities, they could support the pastor in addressing
the members varied expectations. It would also reinforce the understanding that there
is no one person who is responsible for pastoral care in a multicultural congregation,
not even the pastor.
Subsequently, each participant who accepted to be a member of the leadership
team, was given a consent form and informed that their identity would be
confidentially maintained. This is what is known as informed consent. After the team
was created, I explained the project plan. They agreed that it was something they
could do. Therefore, my first objective after the team creation was the introduction of
training. The training would equip and empower them to have a better understanding
of how to assist in managing pastoral expectations. The team consisted of nine
members. This included three from Kingstanding and six from Perrybeeches. There
was one Black, born in the UK, one with a Jamaican background, and the other was a
White English member from Kingstanding. The members from Perrybeeches
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comprised of one Nigerian, two Zimbabweans, one South African, one Burundi, and
the other from the Congo.

Training the Team
After the culturally diverse leadership team was created, the members were
then put through a series of training. Prior to the covid pandemic, it was decided that
the training would occur in the Perrybeeches church building. However, due to the
pandemic, the training was done on the Zoom platform. The leadership team and I
agreed that the training would occur in the form of seminars over a three-month
duration. This exercise had its challenges, but they were overcome. The main
challenge was in devising the presentations. The training included such topics as: the
biblical cultural mandate, the need for cultural intelligence in a culturally diverse
congregation, mentoring local leaders to lead cross-culturally, members understanding
of the pastor’s role in a multicultural church.
The objective of the training was to empower the team members to be more
effective in their leadership roles. Each seminar was for one hour each week over a
period of four weeks.
First Seminar
After consulting with the leadership team, it was decided that we would hold
the seminars within the months of March and July from 7 p.m. to 8 p.m. on a Sunday.
The first seminar began at 7 p.m. on Sunday, March 22, 2021 via Zoom platform as
agreed. I felt somewhat reticent in starting the seminar because I had not done
anything of this gravity in a local congregation before.
We started the seminar with a welcome, and then asked one of the participants
to pray. I introduced myself and then reiterated the objective, nature, and benefit of
the project and presented the content of the training. Additionally, I introduced the
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different cultural groups who were taking part in the training and explained that the
training was a journey for both participants and the presenter. It was evident that the
participants were keen to know about each other’s culture.
After the introduction of the team, and before the training per-se, one of the
participants suggested that all the members in the district and beyond should
participate in a training like this. At the first meeting the working team agreed on the
content and the procedures of the seminar, to include terms such as culture, cultural
intelligence, and ethnocentrism.
Once the foundation and the procedural approach were agreed on, we also
accepted that the cultural mandate of the Bible required the Christian commitment to
multi-cultural and multi-ethnic ministry and that God’s original plan as laid out at
creation (Gen 1:28) and subsequently repeated to Noah (Gen 9:7), signified the
importance of a multi-ethnic, multicultural, and multi linguistic church. Also, its
evangelistic mandate is to influence all people as referenced in Matthew 28:19, 20
because Jesus did not require the homogeneous principle to be ethnically permissible.
Also discussed was the need for congregations to begin redesigning their mission
statement, worship styles, and social practices in ways that reflect the biblical call for
the multi-ethnic multi-cultural community, and that congregations should be prepared
to embrace the broad multi-ethnic, multi-cultural relationship. Finally, we also
discussed the development of leadership within a multi-ethnic, multicultural
understanding and empowering within a diver of leadership to enhance cultural
intelligence (CQ) of the church community.
After the above process, the leadership team attention was drawn to the
prediction of social scientists De Young, Emerson, Kim, & Yancy who in 2003 wrote:
“the 21st century holds the potential to be the century of multicultural congregations .
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. . thus a movement towards more multicultural congregations must be the cutting
edge for ministry and growth in the century.” It was now therefore appropriate to
reemphasize that multicultural congregations must be at the cutting edge for ministry.
The following were then offered as essential ingredients for participating in
forging a multicultural ministry appreciation:
1.

The concept of cultural intelligence (CQ) which will be explained in more

depth during the next seminar.
2.

That cultural intelligence is a significant concept, as those leaders with an

appreciation of (CQ) will be better equipped to minister within a multicultural
context.
3.

That the place we as Christians ought to begin is in God’s Word, which

enables them to have a clear view of the direction the congregations should take.
4.

That if we desire individuals in the congregation to appreciate and

embrace the concept of cultural intelligence, we need to also appreciate that change
never comes easily. This is particularly true when it comes to reaching out to a diverse
community.
5.

Also, that leading people through change requires love, patience, and time

to understand the vagaries of other cultures to appropriately minister to them. This
will help us not to simply help us not to compromise biblical truth.
A Q&A was built in at the end of each presentation. During the Q&A session
of this first presentation it was evident that many of the participants were not
acquainted with the multi-ethnic, multi-cultural stance of the Bible. Several of the
participants became aware of the cultural diversity that is evident in the Scriptures.
Prayer was offered to close the first seminar and a reminder that the next seminar
would be on 18 April 2021 and will also be on Zoom.
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Second Seminar
The second seminar occurred on Sunday, 18 April 2021 and began by
reviewing some key points of the first seminar, with emphasis on culture and cultural
intelligence.
I began by outlining four key factors that should be evident in an individual who
is deemed culturally intelligent: First, that the culturally intelligent person requires
knowledge of culture and of the fundamental principles of cross-cultural interactions,
which is to say that culture varies, and culture affects behavior. Second, that the
culturally intelligent person would be mindful to pay attention to one’s own reflexive and
creative ways within a cross cultural situation to avoid undue bias. Third, also based on
knowledge and mindfulness, the cultural intelligent person is expected to develop cross
cultural skills as they become more competent within any given situations. These skills
involve choosing the appropriate behaviors that are correct for different intercultural
situations. Clearly, the culturally intelligent person must learn to be flexible enough to
adapt to each new and varied cultural situation they encounter, with knowledge and
sensitivity.
The seminar lasted 45 minutes, after which we moved into the discussion,
which was dynamic and very productive. The session was closed with prayer by one
of the team members.

Third Seminar
The third seminar occurred on Sunday, 2 May 2021. Its emphasis was on the
issue of engaging in and ministering across cultures. We started by focusing on the
notion that cross cultural ministry goes against the grain of human beings, because it
is natural for most of us to want to stay within our own cultural comfort zone.
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Moreover, most of us believe that the culture we were born and raised in is the best,
we call this ethnocentrism. Papenoe (2003, 65) defines ethnocentrism as the
“tendency to evaluate other cultures in terms of one’s own and to automatically
evaluate one’s own culture as superior,” that is, “our way is the best way.” Also,
Livermore (2003, 64) says, “ethnocentrism is evaluating other people and their culture
by the standards of our own cultural preferences—is found everywhere.” It was then
emphasized that there is more need for recognition of multiculturalism, where the
church comes to believe that there is more than one way of doing things and that the
different cultures can learn from each other. It was also emphasized that when a
congregation reaches the stage of learning from each other it is open to make the
necessary changes to grow, as Christians, alongside each other’s cultures, always with
the Scripture as the ultimate guide.
Another idea that was drawn upon was that a congregation should never insist
on its own personal preferences and values being followed. However, it should ensure
that biblical truth is being followed.
Finally, it was posited that ministering cross-culturally requires that we have
the humility to accept that our cultural group is not necessarily the one in control and
be ready to acknowledge that another group of people could be more advanced cross
culturally. That being so for cultural intelligence to be effectively developed each
culture must be ready to learn from one another. This could lead to a person from a
different culture assuming a leadership position in the church. This probability of a
different culture taking on the leadership provides a catalyst for the final Q&A session
of the seminars The final Q&A session concluded the three designed seminars in the
project.
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Mentoring
The next phase in the implementation of the project was mentoring a few team
leaders.
During the planning of the project, it was realized that the team members
needed to know how to effectively lead in the context of cross-cultural congregations.
Such a realization prompted the choosing of three members from the team who may
have demonstrated the potential to mentor others: one from Kingstanding and the
other two from Perrybeeches. The chosen three were to be trained by the project
leader to train others. The rudimentary skills of mentoring within the context of
cultural intelligence would be disseminated to the mentees The aim therefore for
incorporating mentoring in the project is to ensure there is someone in each
congregation who has an eye on the importance of cultural intelligence in a
multicultural congregation.
To support the inclusion of mentoring reliant was made on Hibbert and
Hibbert’s book (2014, 186), who remind us that empowering team members is
helping them to feel confident in doing a specific task by directing, delegating, and
encouraging the varied cultural group members. Also, they further infer that
empowering helps the team members to identify their gifts and provides them with
opportunities to identify an aspects of team ministry for which they are suited. The
mentoring occurred in the following way: At the onset mentoring process one, a
discussion ensued regarding the expectations by the mentee of the mentor. As a part
of the training process, resources were given to the mentee to prepare for leading in a
multicultural congregation.
At the beginning of every mentoring session, prayers were offered. After
which the project leader outlined the purpose, nature, and objective of the project. It
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was agreed that there would be one meeting every two weeks over eight weeks
starting 10 May and finishing 25 July 2021. In the meetings the progress of the team
members understanding the significance of cultural intelligence was reviewed to
ascertain how well they appreciate the significance cultural intelligent will make in
leading a multicultural congregation. During the discussion the conversations were
enrichening, empowering, informative, and productive. *
At the end of the mentorship meetings there was a Q&A session which
included the following: *The mentee were keen to offer what they had learned during
sessions and concluded that they were exposed to new information and concept.
*There was a strong desire among the mentees as to how they could acquire
additional material to further their interest to improve their knowledge and application
of cultural intelligence in their local congregation.
On Sunday the 4th of July, 2021, my assigned mentor, Pastor Llew Edwards
addressed the entire leadership team via the Zoom platform for 45 minutes. He
emphasized the importance of what it means to be a mentor and the benefits of
mentoring to the local congregation. This was followed by a 30-minute vibrant Q&A,
which was followed by a thankful prayer to God for what was learned. It was clear
from general conversation that the team members highly valued the mentoring session
too.

Leadership Team and Data Collection
Justification for Using Questionnaire and Semi-structured Interviews
The questionnaires and the semi-structured interviews were used to enable the
researcher to obtain significant information from the members of the congregations
quickly and cheaply. They were also used to reduce the demands on the members
time and to produce an efficient data analysis. The advantage of using questionnaires
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and semi-structured interviews is that they provided current information, although the
disadvantage is that it cannot always be assumed that an accurate answer has been
given. This is in accordance with Judith Bell (1993, 119) who states that
questionnaires are efficient ways of collecting certain types of information quickly
and relatively cheaply if the researcher is sufficiently disciplined to abandon questions
that are superfluous to the main task.

Questionnaire
The plan was to ascertain which research instruments were needed to gather
the data. The researcher, along with the leadership, agreed that a qualitative approach
seemed the most suitable. We also agreed that the most appropriate instruments were
questionnaires and semi-structured interviews. It is generally accepted that the
questionnaire and semi-structured interviews are important instruments to gathering
data for some research projects. The purpose of the research instruments was to
ascertain the participants thoughts and feelings of the participants. The following
steps were taken to ensure that the data collected were fair and independent of the
researcher: *The researcher, along with the chief supervisor and the mentor, agreed on
the design of the questionnaire and semi-structured interviews. The questionnaire was
designed to conform with Cohen, Manion, and Morrison’s method (1988, 243-248),
suggesting that:
1.

Operationalize the purpose of the questionnaire carefully.

2.

Decide the most appropriate type of question: open/closed, or rating scale

or multiple choice.
3.

Ensure the data acquired will answer the question.

4.

Ask only one thing at a time.

5.

Be clear and brief wherever possible.
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6.

Avoid making questions complex.

7.

Ensure the respondents know how to enter the response to each question

by underlining, circling, ticking, or writing. The input of mine, with the knowledge of
the congregations and extensive reading on matters relating to cross-cultural ministry
contributed relevance to the designed question. Both the questionnaires and semistructured interviews were designed in June 2021 and was distributed in August of the
same year. Two of the team members were selected to distribute the questionnaires to
be completed by each team member and conduct the semi-structure interviews. The
questionnaires and the interviews were administered by the two team members while
that of the two distributes were administered by me.
The questionnaires consisted of 25 questions which covered the members
expectations of the pastor in their specific context.
The two selected team members decided who would receive the questionaries and the
semi-structured interview forms. They selected eight from Perrybeeches and four
from Kingstanding. All 15 individuals that were selected agreed to participate in the
project, even though everyone did not receive them on the same day. The forms were
sent directly to the participants by electronic mail with a cover letter to explain what
was required of them. The completed questionnaire was returned electronically one
week after they were delivered. The completed questionnaires were returned within
the agreed time.
In the case of this project the participants were asked to give informed consent
to cover any potential or possible risk. Deiner and Crandall (1978) define this
procedure as one in which the participants choose whether to participate in an
investigation after being informed of the facts that would be likely to influence their
decision. The selected team leaders said that some of the participants who completed
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the questionnaires were also interviewed. Incidentally, neither of the questionnaires
nor the semi structured interview were piloted, although all of the participants were
given these options. The questionnaires consisted mainly of closed questions, which
made it easier for the participants to reply to them. There were also some open-ended
questions with the knowledge that participants could give an honest comment. The
open-ended questions were asked knowing that this research was a small scale as
there were only 12 participants completing the questionnaires. The questions asked
were intentionally focused to investigate the expectations that each member in the
different cultural groups have of their Pastor.

Semi-structured Interviews
The semi-structured interviews were another way that was employed to gather
some of the data. Also, the interviews were undertaken by the two selected leadership
team members over the course of two weeks. It was first established with the potential
interviewees whether they were willing to participate in the project. The nature and
purpose of the project were explained again.
An interview schedule was organized with the questions specifically focusing
on what the participants expected of their pastor. Eight individuals were interviewed
from the Perrybeeches congregation. They included four Zimbabweans, one each
from Burundi, Democratic Republic of the Congo, South Africa, and Romania. Four
African Caribbean individuals were also interviewed from the Kingstanding
congregation.
The combination of the two sets of the interviewees provided a representation
of the diversity within the two congregations essential for the research project.
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CHAPTER 6

EVALUATION, CONCLUSIONS, AND
RECOMMENDATIONS

Introduction
The primary aim of this research project was to investigate managing the
‘members expectations’ of the pastor. The chapter gives an overview of the project
evaluation process. It consists of four sections: method of evaluation, results from the
evaluation, analysis of the results, and recommendation for further research on this
topic.

Method of Evaluation
Evaluation of the Strategy
The evaluation process began following the two months seminar training and
the data analysis of the interviews and questionnaires. At a group session the
following prepared questions were directed to the entire leadership team with the
intention to establish their thoughts and experiences over the past two months. The
review questions were as follows:
1. In your view, how has the cultural intelligence and cultural ministry seminars
enabled you to think differently?
2. What impact do you think the training has had on your pastoral expectation?
3. Have your cultural skills been sharpened and if so, in what ways?
4. What did you consider to be important about the training and how it could be
improved?
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The data was collected by way of questionnaires and semi-structured
interviews. The individuals who interviewed the participants were handpicked. The
interviewer from each congregation was selected from their home church The
interview questions were designed by myself and approved by the project supervisor
and the mentor. The interviewers were apprised by the researcher regarding the
distribution and collection of the questionnaires, and they were also advised how to
conduct the interviews. They were quite willing to undertake the various tasks, to
include, setting interview dates with the interviewees and distribute and collect the
questionnaires. After the members consented to participate in the project, the
interviewers kept me abreast of all developments including the date and time of the
interviews. It was agreed with each participant that duration the interviews would be
between 30 and 40 minutes. Although each interview was conducted via telephone the
interviewees also sent a hard copy to the interviewers The interviewee also wrote
down the answers and returned them to the interviewers. Each interviewee was asked
the same eight questions which are presented in the Appendix. In all, four members
from Kingstanding and eight from PerryBeeches were interviewed.

General Feedback from the Team Members as a Group
While the two selected team members provided their feedback it was also
deemed useful to obtain feedback from the team members as a group. The entire
group met on Zoom to share their opinions of their experience of the last exercise of
information gathering of the project.
During the discussion several views emerged which included:
1.

Unanimity among the diverse group that the seminars were educational

and enlightening and also helped them to learn much about other cultures.
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2.

That the seminars provided them with an opportunity to know what it

means to be culturally intelligent, and that it increased their understanding of
the need for cross cultural ministry.
3.

Some of members of the group remarked that the seminars assisted them

in dealing with their personal challenge with ethnocentricity.
4. There was also unanimity among the group that through the very
informative training they felt humbled as they recognized that their level of
cultural intelligence was not as broad as they had thought.
5.

They also remarked that the accumulative experience was both productive

and life changing.
6. There was a general view, that from their perspective, the training was
very much needed and particularly the cultural component was invaluable.
7. One the team members remarked that the seminars on cultural intelligence
is of such benefit, that the information could also be used in their place of
employment.
8.

Other team members remarked that there should have been more seminars

and that the process could be repeated for more membership involvement.
The two selected team members who conducted interviews among broader
membership agreed that some of the members appreciated the seminars that they
attended. They specifically highlighted that the presentation on cultural intelligence
and ministry across cultures opened their eyes to an array of information that they did
not know. They also reported that a majority of the members remarked that they were
not aware that the Apostle Paul gave so much attention to cross cultural ministry.
They also recognized how pertinent and relevant the information was for their
context. Additionally, the interviewers reported that all the interviewees expressed
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how much that the information on cultural intelligence increased their awareness and
appreciation of other cultural groups. They also said that the members expressed how
much the seminar helped them to recognize the need for each cultural group to be
more sensitive and open and sensitive to the other. The interviewers also said that the
church members who were interviewed recognized how judgmental one could be
when in ignorance of the others culture. Three comments selected from other
individuals are: * “Before I make a judgment on an individual from another cultural
background, I will seek to know them and would admonish others to do the same.” *
“Before we conclude about individuals from different cultural background let us
understand why they do what they do.” * “The cultural intelligence seminar training
enabled us to think of how Jesus could have possibly dealt with culturally sensitive
matters.” Given the above and other comments from the interviewees it is evident that
the cultural intelligence seminars were deemed to be an essential exercise to assess
the expectation of the membership within a diverse cultural context.
It can be deduced from the above that the participants do appreciate the
information they acquired in their involvement in the training and exposure to the
importance of cultural intelligence in their church.
1. The participant generally believed that working via the Zoom platform
may have hampered group dynamics and the training.
2. The participants voiced the merit in taking both congregations through the
same process as they have experienced.
3. The leadership team and participants reaffirmed that the training was
needed, and that it was effective because it enabled all to be more aware of
the value of cultural intelligence.
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4.

The interviewers emphasized that the seminars instilled a change in the
attitude of some members, which has engendered an increase in sensitivity,
inclusiveness, more patience, and openness among the membership.

Organize and Analyze the Data
The most challenging part of the project was making sense of the data. After
careful consideration it was decided that the best way to use the replies from the
participants was to organize them into different categories. Initially, there were some
broad categories which were divided and grouped into individual themes, which
produced individual groups with similar themes. Name Ely (1996, 54) argues that it is
often the case that categories overlap, and it is through continued interrogation that
each category is more defined. This meant that category projects have a unique theme.
Sorting and categorizing the data into their different groups provide a clearer
understanding of emerging themes. This approach in managing qualitative data is one
of the most common and is often referred to as thematic analysis. Bryman (2003)
indicates that themes are essentially recurring motifs in the texts that are then applied
to the data. He further argues that the themes are a product of a thorough reading and
rereading of the transcript that contributes to the data. This data reduction process,
that is selected by theme, is referred to by Cohen, Manion, and Morison (1988, 243245) as “coding.” In the case of a small interview sample, as in this project, Cohen
and others suggest that coding the data is the best way of selecting relevant themes.
As the data was examined it became increasingly evident that the themes that
emerged were interconnected as the work progressed and also the analyzed data
revealed similarities, conceptual understandings, and implied meanings. Egon Guba
and Yvonna Lincoln (1989, 50) suggest that such checking back is a good way of
verifying insights and conclusions and lends further credibility to the data.
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Identifying Emerging Themes and Analysis
The following six themes that emerged from analyzing the data source
includes discussion, interviews, and questionnaires:
1. The pastor’s cultural sensitivity and cultural intelligence
2.

The pastor as preacher and teacher

3.

The pastor as spiritual leader

4.

The pastor as upholder of Adventist standards within the context of scripture

5. The pastor and visitation
6. The pastor as mentor

The Pastor Cultural Sensitivity and Cultural Intelligence
This section documented the emerging themes from the responses from
interviews and completion of the questionnaires by members of the PerryBeeches and
Kingstanding congregations. The participants from the two congregations were asked:
What do you expect from the pastor of the church?
The responses from the various cultural groups reveal the thoughts, feelings,
and opinions regarding the qualities and responsibilities expected of a pastor. The
most common replies from both congregations are that: *the pastor should be
sensitive to the members from all cultural backgrounds, that is, there should be no
racial or cultural bias on the part of the pastor when dealing with any member; *the
pastor should be fair in his dealings with all members and display a friendly
personality, which will invariably foster a good relationship between him and the
various cultural groups; *a majority expect the pastor should have equal respect for all
the cultural groups to facilitate the celebration of diversity. Unity within the
congregation should be an objective of the pastor. *A respondent from the
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PerryBeeches congregation emphasized that the pastor should seek to be acquainted
with the various culture groups so he can be culturally intelligent of his congregation.
*A second respondent from the PerryBeeches also emphasized that “the pastor should
understand the different cultures.” Another participant from PerryBeeches remarked:
“The Pastor should possess interpersonal skills and be able to relate to people from
different kinds of backgrounds.” Another participant said: *“the pastor should
intentionally research the various cultures that exist in the local congregation so that
he can understand the cultural needs.” This participant was particularly speaking from
the perspective of death and bereavement in the Zimbabwean context. (Perrybeeches).
A Romanian respondent opined: *“communication and knowledge about different
cultures” and “the pastor should be able to adapt to different cultures without breaking
biblical principles.” (Perrybeeches) Other participants remarked: “The pastor needs to
have an awareness of cultural differences and try to accommodate it.” (Kingstanding)
*“the pastor should feed the flock, be available, and be visible to all the members”
“the members should be responsible for the nurture of new converts to call, visit, and
befriend them.”*“(Kingstanding) “Each pastor has different gifts, and we cannot
depend on the pastor to do everything, so every member should do their part no matter
how small.” (Kingstanding) The reply from this participant shows disagreement,
which indicates that the pastor should be involved in all the church programs, and also
that the pastor should be at the forefront of evangelism and show an interest in the
members. *” “The pastor should be expected to carry out the functions as outlined in
the church manual;” hence, the reason for training of the different members. See
chapter two and the section on the pastor as shepherd. It states that though the pastor
is a leader, yet he does not do everything.
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Pastor as Teacher and Preacher
The data reveals that the participants expect that the pastor should be an
effective preacher and a teacher. One member from Kinstanding remarked: “Yes
generally it is the role of the pastor to feed the flock spiritually.” Another
Kingstanding member said, “Adventist pastors preach the truth and they do a good
Job.” This view was reinforced in the replies from (Q&19) of the questionnaire, and
that asked: Should the pastor preach and teach more frequently than other church
leaders? The majority of Kingstanding members responded in the affirmative—that
the pastor should be the ones who teach and preach more frequently. Additionally, the
data also revealed that the pastor should be the one who teaches the young people’s
class, but not exclusively so. The data also demonstrates that in some situations it
could be done, but the teaching should be done by other competent members. Also,
representatives of Perrybeeches agreed that the pastors should both teach and preach.

Pastor as Leader
The responses from the question regarding pastoral expectations from both the
questionnaires and interviews reveal that the different cultural groups expect the
pastor to provide spiritual leadership. A respondent from PerryBeeches remarked,
“The pastor is responsible for leading the church and working with the elders and the
head of departments.” Another PerryBeeches respondent said, “I expect the pastor to
be a compassionate leader.” Other participants from PerryBeeches declared that the
pastor should lead. However, in analyzing the questionnaires from the that
congregation, it was evident that the majority of the members who completed them
are of the view that Elders and other members of the congregation could be
responsible for leadership. Two of Kingstanding members commented that the pastor
is already doing too much, and one remarked, he should delegate. The above
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comments regarding the pastor being a good leader is not so surprising, because it is
often expected, in the local congregation, that a key role of any pastor should that of
an effective leader.

Pastor as the Upholder
of Biblical Standards
Uniformity among the pastor was another stance that was posed to the
participants. The question was asked: Do you think Adventist pastors should be the
same everywhere you go? The following replies were given by participants from both
congregations: * “More or less they should have the knowledge that the training
provides and allow the Holy Spirit to guide them” (Kingstanding) *“All Adventist
pastor should preach the truth,” (kingstanding). *“The pastor should be able to adopt
to different cultures without breaking (biblical) principles.” (Perrybeeches). *“Yes,
Adventist pastors are expected to have or uphold Adventist standards everywhere they
go.” (Perrybeeches). * “No, each individual has a personality, but basic expectations
of a pastor should be upheld, .”. . . each pastor cannot be the same in ministry.”
(Perrybeeches).
Further comments from perrybeeches participants include: * ‘Ye,s since a
pastor represents Adventism, their culture might specifically influence what and how
they do their work.’ * “the pastor should be able to adopt to different cultures without
breaking principles.” “The members do expect that all Adventist pastors should teach
and preach the same doctrinally, morally, and spiritually.” *“Each congregation is
unique so the pastor should be acquainted with the context in which he or she works
as this may make some difference in the way a pastor operates.” * Other remarks by
PerryBeeches participants included, “yes, on fundamentally matters of faith and “very
much so but an individual pastor cannot be the same, but in Ministry Adventist
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pastors are expected to have or uphold Adventist pastors’ standards.”. It is reasonable
to agree that in general, the participant’s replies convey that the majority of the
respondents accept that while pastors may vary in their style of ministry, they should
be united in upholding the biblical standards in all congregations wherever they serve.

Pastor and Visitation
Another significant theme that emerged from the data is that of the pastoral
visitation.
Question 25 of the questionnaire asked about other roles and responsibilities
of the pastor? The participants from the Kingstanding congregation responses include:
* It is an important expectation of the member that the pastor should visit,” *” call
them, visit them, and befriend them, . . . visiting the members, the pastor should not
wait for the death of members before he visits; when visiting members, the pastor
might become aware of certain issues that he could help nip it in the bud before it
escalates,” *”one of the roles of the pastor is to visit and counsel with the members.”
*“We cannot depend on the pastor to do everything. So, every member should do
their part no matter how small.” * Visiting is not solely the pastor’s responsibility, he
can delegate.” “The pastors are doing too much already, which was echoed by another
member.”
Incidentally, all of the participants who completed questions on members
visitation remarked that the pastor should be able to expect elders to also make home
visits.
The PerryBeeches members were not so concerned that pastors should visit
the members. However, they all replied and agreed that “the pastor should be able to
expect elders to make home visits.”
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Pastor as Mentor
It was felt that the mentoring of leaders was essential in a research project
featuring cultural intelligence. Three church leaders were chosen, two from
perrybeeches and one from Kingstanding—to be mentored by the researcher in
preparation for mentoring others from their congregation. The intention of this
approach is to assist the pastor to familiarize more members of the value of cultural
intelligence. Having made the group aware of this process, one of the mentees from
perrybeeches remarked * “Pastor, I looked forward to the experience of learning from
you. Subsequently, having completed the mentoring of the three leaders they provided
feedback which included, * “it is the first time I have had this kind of relationship
with the pastor, and it is extremely beneficial. (Perrybeeches) *I know I am better
equipped to minister to the various cultures in my congregation. Perrybeeches. “In
undergoing the mentor mentee relationship, it will help me in being a ministering
pastor, because the church is large, and one person cannot do it.” (Perrybeeches). *
“As a result of reading the book and meeting with you I have a better understanding
of what it means to be culturally intelligent and also what it takes to lead cross
culturally. (Perrybeeches) * “I think what you have is extremely important because it
will help me as the leader to be more sensitive to the needs of the different cultures.
Moreover, as I lead in my department it will help to alleviate the pastor’s and the
other leader’s burden. (Kingstanding).
A mentee from Perrybeeches summarizsed, “The mentor mentee relationship
and the cultural intelligence training should be done in every Adventist Church
because it will increase the leadership effectiveness and enable leaders and members
to be more aware of the needs of the different cultural groups in each congregation.”
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It is reasonable to conclude that all three mentees increased their awareness
and sensitivity regarding cultural intelligence in their congregations. They also
concluded that undergoing this kind of training with their pastor helped to provide the
key to assist the pastor with the diversity of culture within the congregation. They all
concluded that the pastor alone should not be expected to meet the diverse cultural
needs within their congregation, and to work in a culturally diverse way when there
are so many capable members within each cultural group. In their view, the training
will assist in managing the expectation of the various cultural groups within the
congregation mentor mentee relationship.

Similarities and Differences in Members
Expectations of the Pastor
It is always helpful to identify the similarities and differences in expectations
of the various cultural groups of the pastor. The data reveals some similarities and
differences in different cultural groups expectation of pastor. Some similarities
identified are:
First—It is evidence from the data that members from the different cultural groups, in
both congregations, believe that the pastor should be sensitive to the cultural needs of
the membership. (The membership, therefore, expect the pastor to be culturally
intelligent. Even though they themselves may not have known the term cultural
intelligence).
Second—All responses indicate that the pastor should interact and be aware the
background of all the cultures in the congregation.
Third—The mentees said that training and mentoring of the leaders were necessary
because it alleviates the pastoral responsibilities.
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Fourth—The congregations are of the view that the Adventist pastor should minister
in a similar way in all parts of the world. (This view could be explored further
Fifth—Both congregations expect the pastor to preach, teach, provide spiritual
leadership.
Sixth—The congregations are of the consensus that the pastor is not expected to do all
the work.

Differences
Having looked at the similarities we now look at where the congregations
differ in their pastoral expectation. A variation in expectation is in visitation. 1.Under
visitation it is noted that both congregations concur that visitation of the membership
should be one priority of the pastor. However, the Kingstanding congregation placed
more emphasis on visitation, in that they agreed visitation is necessary and further
commented on it during the interview. The PerryBeeches, however, agreed that
visitation is necessary but made no comment of it during the interview.
The data reveals that the participants from Perrybeeches, who are
predominantly from Southern and East Africa, were not overly concerned about
visitation as they only refer to visitation in the questionnaire: whereas the Caribbeans
seems to value pastoral visitation in that they mentioned it both in the questionaries
and interviews. The findings reveal that for the African participants, the pastors
visiting is not overly significant. Rather their emphasis is in teaching, preaching, and
congregational involvement. In general, the African participants are of view that the
pastor is the main administrator with whom the elders should work. They are also
quite comfortable with the elders leading out in the communion service. In general,
the African members are more likely to want to lead out. Hence they are more pastor
dependent. On the other hand, the Caribbean congregation (Kingstanding) is of the
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strong view that the pastor should be the key person who leads out in the communion.
To them, even though they have the capability to play leading roles during the
communion service, doing so is only if the pastor is not available. It is reasonable to
conclude that the African members are less pastor dependent than the Caribbeans
members.
Table 1
Similarities and differences in Members Expectations of the Pastor of
PerryBeeches and Kingstanding congregations as given in Interviews and
Surveys
Similarities

i (It is evident from the data that
members from the different cultural
groups, in both congregations, believe
that the pastor should be sensitive to the
cultural needs of the membership. ( The
membership, therefore, expect the
pastor to be culturally intelligent. Even
though they themselves may not have
known the term cultural intelligence.
ii (All responses indicate that the pastor
should interact and be aware of the
backgrounds of all cultures in the
congregation).

Differences
Perry Beeches
Mostly Africans
i (Agreed that
visitation is necessary
but made no
comment of it during
the interview

Kingstanding
Mostly Caribbeans
i (visitation of the
membership should
be one priority of the
pastor. (Both survey
and interviews).

ii (Teaching,
preaching,
congregational
involvement: The
pastor is the main
administrator with
whom the elders
should work.

ii (The pastor should
be more geared up
for evangelism.
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iii (The mentees said that training and
mentoring of the leaders were necessary
because it alleviates the pastoral
responsibilities).

iii (The African
congregation
(perrybeeches) is
quite comfortable
with the elders
leading out in the
communion service.

iii(The kingstanding
congregation is of
the strong view that
the pastor should be
the key person who
leads out in the
communion service.
(Although they have
the capability to play
a leading role during
the communion
service, doing so is
only if the pastor is
not available).

iv ( The congregations are of the view
that the Adventist pastor should minister
in a similar way in all parts of the
world). (This view could explore
further)

iv (In General, the
African members are
more likely to want
to lead out.

iv (The Caribbean
members is not quite
comfortable with the
elders leading out in
most services.

v (The congregations expect the pastor
to preach, teach, and provide spiritual
leadership).

v (The African
members are less
pastor dependent.

v (The Caribbean
members are more
dependent.

vi (The congregations are of the
consensus that the pastor is not
expected to do all the work).

Reflection
On reflection it may have been better to use a larger sample size, which may
have yielded a richer data and given more certainty to the conclusion. The more
people giving the same response would give more certainty and make it easier to
minimize an odd response here and there. The findings show that even among people
of the same religious persuasion, where on the surface there is unanimity in worship,
there are distinct differences in applying certain accepted practices, for example, as
previously explained by Africans who take a different view to visiting than the
Caribbeans do (see pastor and visitation above). Therefore, a pastor cannot take a
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singular approach to pastoral care, which is why this project has recommended being
sensitive to the specific need of each culture within congregations.

Conclusion
The findings of this research demonstrates that different cultural groups have
both similarities and differences in their expectation of the pastor. This has
implications for how they fulfill their pastoral role and duties within a multi-cultural
setting. It is therefore imperative that all pastors irrespective of denomination who are
involved in a multicultural setting, understands that cross cultural ministry skills are
key to being effective. Therefore, in order to provide effective pastoral ministry in a
cross-cultural context they will need to have a working knowledge of cultural
intelligence. It is also reasonable to say that because of the global nature of the SDA
denominations, we as pastors will always come up against multicultural
congregations, especially in the modern world where people have freely migrated in
past decades. Therefore, our approach to pastoring should be that we will not, at any
time, get rid of the need for the Seventh-day Adventist pastor to be adequately
equipped with cultural intelligence awareness.
Research has revealed that the expectation of the various cultural groups
within the Kingstanding and Perrybeeches congregations have more similarities than
differences. Initially, the researcher predicted that there would be uniformity in
expectation and practice of the various cultural groups in response to their views of
pastoral expectation. My prediction was based on the commonality of the global
Adventist teaching and educational material for both pastor and congregations.
Unexpectedly, the research findings were opposite to the researcher’s prediction. The
research findings indicate that the commonality of the global Adventist teachings and
the educational material have not produced the uniformity of expectation that the I
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predicted among the various cultural groups. The difference in expectations suggest
that culture has a greater influence on members expectations of the pastor than
commonality of teachings and educational material.
This view is supported in the book of Revelation, chapters 5 to 9 and 7 to 9:
which says that God’s Kingdom is given to all Mankind. It is important for all
cultures within a congregation understand that, in Revelation there is a vision of a
multicultural heaven irrespective of our cultural variations. At the climax of earth’s
history, we are told that God will live with humankind (Rev 21:3). That is, the
different cultural affiliation will be present, thus affirming that heaven will be
multicultural. This is substantiated by Revelation 7, verse 9 which says a multitude of
people from all nations will be united in worship before the throne of God comprising
of “every nation, tribe, people, and language. This will be the outcome of a great and
final immigration.
I concur with A. O. and Penley (2006, 39) who state that “we must not let our
misunderstandings, discomfort, and perhaps even prejudices of certain individuals
keep us from ministering to every person in our congregation regardless of race,
ethnicity, or socioeconomic background. Jesus taught his disciples that God’s
Kingdom is open to everyone.”
Therefore, each pastor should be constantly developing their skills in cultural
intelligence. It is my belief that anyone who is going to minister effectively and
faithfully to different cultural groups must build a framework for ministry that is
relevant and appropriate. As (Stevens 1985, 25) reminds us of those who are called to
minister are not called to minister to the past but to the contemporary context.
Furthermore, an effective minister will recognize that whatever the expectation he/she
will seek to provide the best pastoral care possible across the cultures. It is important
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that a pastor remembers that pastoral care to all groups of people should not be an
“after thought” but should be carried out with intentional understanding and
awareness.
Ellen White exemplified a good approach when dealing with different
Cultures. Throughout her ministry, Ellen White consistently interacted with people
from every nationality and ethnic group, realizing that the gospel was not confined to
one cultural group or geographical area. Thus, engaging with Matthew 24:14 . . . “this
gospel of the kingdom shall be preached to all the world.” That is if the pastor is not
catering for all cultural groups in their congregations if they are not true to the gospel.

Application
As this project has been sponsored by the NEC it is appropriate that the
findings of this research, on the significance of cultural intelligence, in creating
harmony and the advancement of God’s Kingdom within the congregation, be made
available to pastor and elder.
Indeed, Christ was willing to leave from his own culture—the heavenly
kingdom—and live amid a new culture—sinful humanity—in order to bring God’s
Salvation to that new culture. Canales and Dufault (1990, 41) remind us that we must
remember our identity, or will the body of Christ recognize that we will miss out on
God’s blessings if we needlessly keep ourselves separate from one another.’ Jesus’
desire is that his body functions together, each member empowering the other in
Ministry. However, while the Adventist faith is based on one global doctrinal teaching
and educational material, the different people groups in the world who express
themselves through a wide variety of languages and customs, can be united through
the practice of cultural intelligence.
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An outcome of the research for this project strongly suggests that pastoral
training needs to be revisited most likely through seminary training at Newbold
theological college. An approach needs to be taken to bring about the value and
importance of cultural intelligence in pastoral training so it can be readily applied
unapologetically in their congregations. The significance of this should not be missed
as most of the membership in the British Union are people of other cultures other than
White British. Put another way, any pastor or potential pastor must be prepared to
work with different cultural groups like those represented in this study. Therefore,
there is a dire need for the SDA Church in Britain to adjust its ministerial training
framework in light, not only the increasing diversity of migrants who are coming into
the United Kingdom, but also because of the present diverse cultural membership of
the majority of the congregations, not only in the NEC but throughout the entire
British Union encompassing the United Kingdom. Of course, such changes will pose
some difficulties because of the traditional Eurocentric approach that has been
embedded in the ministerial training. However, if the gospel of Christ is to reach more
people in Britain needs to be examined.
This view is captured by Steven (1985, 25) who maintains that the structural
factors that influence individuals in their training for ministry, thus shape their
understanding and implementation of pastoral care. This view clearly leads to the
question of the kind of training that the denomination is going to execute to prepare
their pastors and church leaders. For the training to be meaningful, the trainer needs to
be equipped with necessary skills to meet needs of multicultural congregations.
(Borthwick 1983) also is of the of opinion that cross cultural training is what is
needed by those engaging with today’s congregations. (West 1988, 20) concurs, that
the goal of theological education is to gain insights and to envisage new ways of
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enabling Christian ministers to serve the people of God. So that those who follow are
admonished to do as good or better than we did. This means—as argued earlier—that
the denomination has to change the way it trains its workers. Sociologist Drane adds
that we could not continue to do the same things our forbearers had done before us, it
was not that there was anything intrinsically wrong with our inherited patterns of
beliefs and discipleship, it is just that they belong to a way of being that—even then
was oriented towards the past, rather than to the present or the future.

Potential Value of the Research
First, this research is potentially important because many SDA congregations
in Britain are increasingly becoming more culturally diverse.
Second, it will help the administrators of the North England Conference
(NEC) of the (SDA) to appoint ministers to appropriate to congregations they will
serve.
Three, as demonstrated in the two congregations where the hypotheses of this
research were tested, it could positively inform a culturally diverse congregation.
Four, it could facilitate a more cohesive approach for ministering by involving
more leaders who have been initiated to the value of cultural intelligence.
Five, it has the potential to identify the strength of members so that can be
meaningfully assigned to a department according to their strength.

Recommendations for Further Research
The findings of this limited research into the management of members
expectation of the pastor, although revealing, is not exhaustive. Consequently, the
research done so far indicates the scope for more in-depth research. This could
include larger samples of other well-defined cultures. It is evident that the volume of
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information on managing expectation within a multicultural context is limited.
Therefore, further research could explore and develop the findings in this research so
far. Such as:
1. The concept of cultural intelligence and its impact on expectations within
more diverse congregations to include congregations with predominantly: white,
Asians, Eastern Europeans, Western Europeans, Americans, etc. This could
provide essential information to identify the cause of unique behavioral
differences between each culture and the pastor.
2. The analysis and interpretation of larger sample from each culture could most
likely identify the root cause of any variation between different cultures their
expectations of the pastor.

Final Comments
Researching into how to effectively pastor/manage a multicultural
congregation as presented in this study is merely a tip of the iceberg. This piece of
research only highlights a few issues regarding pastoral expectation in a multicultural
setting. However, even with these limitations, it is of value to the on-going discussion
of the pastor’ s expectation of different cultural groups in the Seventh-day Adventist
denomination.
Also, it is reasonable to say that the findings of this dissertation may have
initiated the thinking that, although the SDA Church is a global organization, with
largely identical doctrinal teaching and strong internal Christian culture, their
national, ethnic, racial or tribal culture do affect the member’s expectations of the
pastor.
One, however, might ask the question whether the identifiable characteristics
within the SDA Church is evident in other global churches such as the Jehovah
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Witness and Roman Catholic. One suspects that this may be true for these
denominations. If this assumption is true, one might further argue that it may also be
true in less hierarchical or authoritarian churches where there is, nevertheless, a strong
denominational cultural history and identity. That is denominations such as the
Methodist, Anglican, and Presbyterian. This could be a rewarding topic which further
research would release the complexity that cultural diversity creates on member’s
expectation of the pastor. It is hoped that the findings from the investigation will
provide data that can be used to elucidate existing debates and hopefully draw
informative conclusions, which will enable the development of a pastoral leadership
model for a multicultural congregation in the Seventh- day Adventist Church in
Britain and beyond.
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APPENDIX A

SEMI-STRUCTURED INTERVIEW

Pastoral Expectations

1.

What age group do you fall within?

18-30

31-40

61-70
2.
Male

41-50

51-60

Over 80’s

71-80

Gender:
Female

3.

Country of origin:

4.

How long have you been in England?

5.

Please tell me how long you have been attending this church?

6.

What do you expect from the pastor of Perrybeeches/Kingstanding

7.

This church is made up of people from different countries what

qualities and skills do you think the pastor should possess?

8.

Do you think Adventist pastors should be the same worldwide? Share

your thinking on this matter.
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APPENDIX B

SURVEY QUESTIONNAIRE

Dear Participant,
RE: Perceived Pastoral Expectation
Thank you for agreeing to participate in this Pastoral Expectation survey. I am a Doctor of
Ministry Student at Andrews University Dept of Theology and Religion, supervised by Dr
Kenly Hall. The research is being undertaken in two congregations, Perry Beaches and
Kingstanding SDA churches because of their multicultural nature. The purpose of the study is
not primarily to achieve a Degree but also to ascertain the best quality of pastoral leadership
that that be given in in such a context The findings from this survey will be analyzed as part
of my research, and the results will form the basis of a prototype of the kind of ministry that
the pastor needs to provide in a multicultural context.
The researcher will ensure that each participant will feel safe and respected
All responses are valuable sources of information. The responses will be recorded and
stored possibly with an identifying code that will be kept separately to protect identities. All
of the responses will be destroyed after the research has been completed. Incidentally, all
responses will be treated in the strictest confidence with every attempt to keep your
anonymity.
Indeed, if you have anything you would like to share about perceived pastoral expectation
not addressed in the questionnaire please include it in your response.
Finally, please do not hesitate to contact me if have any queries about the survey or the
research, on 07771515808 or stevepalmer3@yahoo.co.uk.
Thank you once again for agreeing to participate in this research, toward the best quality of
pastoral leadership possible.
Yours sincerely,
Pr Steve Palmer
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1.

What is your Ethnic Background?

2.

How long have you been living in the UK?

3.

What is your gender?

Male
4.
18-30

Female
What age group do you belong?
31-40

41-50

71-80

Over 80’s

51-60

5.

At which Church are you a member?

6.

How long have you been a member of the previous church

61-70

mentioned?

Please chose only one of the four options for each statement
7.

The pastor should attend all local church meetings.

Strongly Disagree Disagree Agree
8.

 Strongly Agree.

The pastor should be able to expect elders to also make home visits.

Strongly Disagree  Disagree  Agree Strongly Agree.
9.

The pastor should be able to ask elders to conduct the communion

service if the pastor is not present.
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Strongly Disagree
10.

 Disagree

 Strongly Agree.

The pastor alone should be responsible for public worship

Strongly Disagree  Disagree
11.

 Agree

 Agree  Strongly Agree.

The Pastor alone should decide the strategy vision and values of the

Church
Strongly Disagree  Disagree
12.

 Agree

 Strongly Agree

The pastor alone should be the one who relates to the sick, dying and

bereaved person.
Strongly Disagree  Disagree
13.

 Agree

 Strongly Agree.

The pastor should be the one who seeks to resolve conflicts among

church members.
Strongly Disagree  Disagree
14.

 Strongly Agree.

The pastor should be able to ask to teach the young people.

Strongly Disagree  Disagree
15.

 Agree

 Agree

 Strongly Agree.

The Pastor should be the main individual organizing the church

programs.
Strongly Disagree  Disagree
16.

 Agree

 Strongly Agree.

The pastor should be the one who attends to the needs of the

community?
Strongly Disagree  Disagree
17.

 Agree

 strongly agree.

The Pastor should be the one that leads out on church boards and

other committees.
Strongly Disagree Disagree
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 Agree  Strongly Agree.

18.

The pastor should preach and teach more frequent than other church

leaders.
Strongly Disagree  Disagree  Agree
19.

The pastor only should counsel couples with marital problems.

Strongly Disagree  Disagree
20.

 Agree

 strongly agree.

The pastor should be aware of all ethnic groups.

Strongly Disagree  Disagree
21.

 Strongly Agree.

 Agree

 Strongly Agree.

Only the pastor should be the equipper and trainer of members for

ministry.
Strongly Disagree  Disagree
22.

 Agree

 Strongly Agree.

Since God listens to and answers the prayers of all believers, The

pastor is the only person who can represents members to God in her needs.
Strongly Disagree  Disagree
23.

 Strongly Agree.

Are the prayers of the pastor more effective than the members?

Strongly Disagree  Disagree
24.

 Agree

 Agree

 Strongly Agree.

The pastor should spend quality time weekly with his family and for

personal recreation
Strongly Disagree  Disagree
25.

 Agree

 Strongly Agree.

List other roles and responsibility you perceive should be those of the

Pastor.
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